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CHAPTER I 
WHAT THIS STUDY IS ABOUT 
I. THE PROBLEM AREA 
Leading up to the problem area 
The United States Air Force must attract 
college-educated young men as career officers.1 
and retain --
Social psychologists say that an important factor which 
influences young men in their decision to choose or reject a 
given career are the attitudes toward that career manifested by 
"reference groups" -- families, personal friends, and others of 
the community whose opinions the young men respect.2 
· The results of a 1957-1958 Air Force attitude survey of 
young, "Short Tour"3 officers support what the social psycholo-
gists say. 
According to the survey results, the attitudes of fami-
lies, friends, and others in the community represent " ••• an 
1Air Force Times (Washington, D. C.), January 4, 1958, 
column, "The Big Hangar"; statement made by USAF representative 
to Senate Committee studying military pay bills. 
2Eugene L. Hartley and Ruth E. Hartley, Fundamentals of 
Social Psychology (New York: Alfred A. Knopf, 1955)~ pp. 250, 
263, and 264; Social Research, Inc., The Air Force As Seen By 
Sons and Parents 1. ·1955. Prepared for Ruthrauff and Ryan, Inc., New York, N. Y. \Which handles recruiting advertising for the 
Air Force), p. 46. 
3nshort Tour" officers are those young officers serving 
an obljgated 2-5-year first tour of Active Duty, having received 
their Commissions as officers through ROTC or other Reserve pro-
grams .. 
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extremely powerful influence ••• " when the time comes to accept 
or reject the Air Force officer career; " ••• particularly if those 
attitudes are negative."4 
This, then, is axiomatic: if the Air Force is to attract 
and retain the college~educated young men it needs, the attitudes 
of the adult American public toward the Air Force career must be 
f avorable. 
That is to say, the Air Force officer career -~ beyond 
being enhanced by the greatly improved pay, housing, and medical-
care incentives provided by recent legislation 
the adult public ~s having 6igh prestige. 
must be seen by 
Unfortunately, however, the facts are these: 
1. "A career in any of the military services 
does not carry great prestige with adults, 
at least as of today."5 
2. "The best educated adult group -- in which 
a high proportion of the country's opinion 
leaders are found -- hold a lower opinion 
of both officer and airman careers than do 
those with less education."6 
The general problem area . 
For the Air Force, then, one part of the overall problem 
of attracting and retaining college-educated young men is to raise 
4Headquarters, United States Air Force, Summary of Surveys 
of USAF Military Personnel Attitudes Toward Air Force Life (AFPTR, 
Retention Division, DCS/Personnel, 10 January, 1958), p. 5. · 
5Public Opinion Surveys, Inc., Attitudes of Adult Civilians 
Toward The Military Service as a Career; Study prepared for United 
States Department of Defense, Office of Armed Forces Information 
and Education. (Princeton, New Jersey, 1955)- p. 1. 
6Ibid. 
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the prestige of the Air Force officer career in the minds of the 
adult American public -- a very big public relations problem, in-
deed. 
Limiting the problem area - by limiting the "public" 
Current public relations practice prescribes that in a 
case of public misunderstanding an organization must first look 
inward to be sure that its " ••• policies, decisions and acts are 
sound and in the public interest."? 
This study proceeds from the fact that Air Force policies, 
decisions and acts must be in the public interest; and further, 
that the Air Force, in consonance with the Department of Defense, 
is looking inward constantly, with an eye toward improving its 
product. 
Public relations practice suggests that the next two steps 
in a problem of this magnitude are, first, to identify the public~ 
involved; and, then, to .attack each public individually as part of 
a master plan.s 
To "attack" in this sense means (1) to design and execute 
a study of each public, and (2) on the basis of the findings of the 
studies, arrive at "approaches" suited to the needs of the differ-
ent publics. (The actual public relations program, and the putting 
over of that program, then follow naturally.) 
7Hill, John W., Corporate Public Relations. (New York: 
Harper & Brothers, 1958), p. 6. 
$ ' 
Ibid., pp. 7-8. 
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One important public already has been identified in this 
study: the best-educated adult civilian public which, disappoint-
ingly for the Air Force -- and the nation -- does not rate the 
.. , 
) 
military officer career very high on the prestige scale. 
It is with this "best educated" public that this study 
treats. 
The problem area stated - in terms of the "public" 
The problem area within which this study falls, therefore, 
may now be stated as follows: How can the prestige of the Air 
Force officer career be increased in the minds of the best edu-
cated adult civilian public? 
The importance of a study in this area 
A study in this problem area is important to the Air Force 
because the opinions and attitudes of the "best educated" public 
are important, for the reasons summarized below: 
1. The need is ' there. This public has been 
shown to attribute comparatively low pres-
tige to the military officer career.9 
2. This public, as shown, includes a high pro-
portion of the country's opinion leaders.10 
It holds, therefore, great potential power 
to influence other publics. 
9supra, p. 2. 
10supra ,. p. 2. 
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). This public includes great numbers of par-
ents with sons in college now, and with 
sons who will in all probability enter col-
lege when they reach college age.ll 
4. An effective study of how to improve the 
prestige of the Air Force officer career 
for this public might reveal approaches 
which could be effective for increasing the 
prestige of the Air Force career -- and pos-
sibly the "military career" -- as a whole; 
although, as will be shown, the fundamental 
approaches to the officer and airman career 
programs must, it appears, be quite differ-
ent. Still, some new common ground might be 
found. And, any approaches which could be 
applied Servicewide might prove useful to the 
Department of Defense, especially as some of 
the Information Services functions of the Army, 
Navy, Marine Corps, and Air Force are consoli-
dated by the "Pentagon Reorganization" plan.l2 
5 
llsocial Research, Inc., The Air Force As Seen By Sons and 
Parents, Volume I; Study prepared for Ruthrauff and Ryan, Inc., 
(New York: September, 1955), p. 10. 
12Air Force Times (Washington, D. C.), June 21, 1958, P• 4. 
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II. THE STUDY AREA: 
WHAT WAS DONE WITHIN THE PROBLEM AREA 
The study area defined 
As mentioned previously, public relations doctrine holds 
that once a "public" has been identified, the next step is to 
find out all about that public. 
The investigator, therefore, undertook as his major study 
area: a depth study of the attitudes of the "best -educated adult 
civilian public" toward the Air Force officer career. 
As another aspect of this study of attitudes -- but only 
after the attitudes were determined and confirmed by comparison 
with findings of previous studies -- the investigator sought to 
get an initial "reaction" to a "new approach" to improving the 
prestige of the'Air Force officer career in the minds of the "best 
educated" public. 
The "new approach" occurred to the investigator while look-
ing over the findings of three major studies in the field of 
"attitudes toward the Air Force career." The "new approach" can 
best be explained to the reader, therefore, by first reviewing per-
tinent findings of those studies. Such a review follows. 
Study 1: 
~: 
III. FINDINGS OF PREVIOUS STUDIES 
"Attitudes of Adult Civilians Toward The Military 
Service As A Career" 
Opinion Surveys, Inc. 
(Dr. George Gallup and Staff) 
Princeton, New Jersey 
November, 1955 
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Study 1 {cont'd) 7 
Description: 
Findings 
This was a study sponsored by the Office of 
Armed Forces Information and Education, De-
partment of Defense, Washington; D. _ C. It 
was a study of general adult attitudes toward 
a career in any of the Armed Forces. 
The people interviewed were selected from a 
complete area cross-section of the United 
States, with no weight given to any one public. 
1. A career in the military service does not 
carry great prestige with adults, at least 
as of today •••• Inadequate financial rewards, 
dislike of service discipline and regimenta-
tion, lack of family life, fear of flying, 
and less of an opportunity to advance than 
in civilian life are the greatest drawbacks 
in the public's mind. 
2. The best educated group holds a lower opin-
ion of the military career than does the less 
well educated group. 
3· In a ranking of occupations, "Armed Forces 
Officer" ranked below physician, scientist, 
college professor, minister or priest, lawyer 
and school teacher. 
4. The civilian public does not have a clear-cut 
idea of the roles of the services or of the 
career within the services. 
5. The civilian public bases its attitudes mostly 
on reports from those who have been in the 
military service. The influence of mass com-
munications media appears of secondary impor-
tance. 
6. The military services would most likely suc-
ceed in their efforts to attract and retain 
the high quality personnel it needs by increas-
ing financial benefits, by encouraging a more 
normal family life, and by improving housing 
conditions. 
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Study 2: · 
~: . 
Description: 
Findings 
"The Air Force As Seen By Parents and Sons" 
Social Research, Inc. 
New York, N. Y. 
September, 1955 
This was a study done for Ruthrauff and Ryan, Ad-
vertising Agency, New York, under the sponsorship 
of the Air Force. (Ruthrauff and Ryan handle Air 
Force recruiting advertising.) It was a study of 
parents' and sons' attitudes toward young men serv-
ing in the Air Force, primarily as enlisted men. 
People interviewed were chiefly from the "Lower-
Middle Class" --in which " ••• a college education 
is becoming more common, but is not · found in great 
concentration, proportionately ••• " and the "Upper-
Lower Class" in which " ••• a college education is 
not common ••• " These two classes constitute 65% 
of the American public. 
Very few people (only 11% of those interviewed) 
were from the "Upper-Middle Class" in which college-
educated parents are common, and in which " ••• par-
ents expect their sons to obtain college degrees ••• 
and to prepare for significant careers in business, 
etc ••• " and " ••• as officers ••• " when they enter the 
military service. 
1. The Air Force is seen as thoroughly Middle 
Class (including the Lower-Middle Class and 
the Upper-Lower Class) with completely Middle-
Class virtues. 
2. In considering recommendations for advertising 
for enlistee recruitment, the overall objective 
.should be to foster a broader image of the Air 
Force. To reflect this broader image, the Air 
Force should be: 
a. Made a less narrowly Middle-Class 
institution. 
b. Made a place in which ordinary guys 
can find other ordinary guys. The 
idea should be communicated that the 
Air Force is not exclusively for the 
best physical specimens or only for 
boys with a high I.Q. 
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Study 2 (cont'd) 
Findings (cont'd) 
). Also, in considering advertising, for en-
listee recruitment, there should be an 
attempt to make the position of the en-
listed man more attractive and prominent, 
less overshadowed by officers and jet aces. 
4. A major portion of these people· make few 
distinctions between men who fly and those 
who do not; to be in the Air Force is to 
fly, they say. 
6. 
8. 
Attitudes of peer groups and reference groups 
are important in career decisions,- but 
attempts to influence parents along the lines 
of merit of a particular branch may have nega-
tive results. There are strong indications 
that even those youngsters unable to express 
outright resentment of parental interference 
nevertheless feel it, and are liable to make 
a decision contrary to their parents' expressed 
wishes. 
Mass media are important in influencing career 
decisions for both parents and sons. (More so 
than the Gallup survey indicated.} 
Views of the Air Force are remarkably consist-
ent from community to community across the 
nation ••• therefore, nationwide planning of ad-
vertising and public relations is realistic and 
feasible. 
Parepts of this group rate the Air Force fairly 
high as a career. (The Gallup study showed that 
this group rated the Air Force considerably 
· higher than did the "best educated'' group.) 
They find few faults; even fewer than their sons. 
They do, however, consider the Air Force a dan-
gerous place to be, because of the danger of fly-
ing. (This latter point was also common in the 
Gallup survey.) 
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Study 3: 
~= 
Description: 
Findings 
10 
"Summary of Surveys of USAF Military Personnel 
Attitudes Toward Air Force Life" 
Headquarters, United States Air Force Deputy 
Chief of Staff, Personnel Retention Division 
(AFPTR} (Data compiled and analyzed by H. J. 
Dupuy), January, 195$. 
This is a summary of several periodic surveys 
conducted within the USAF by the Office of the 
Deputy Chief of Staff, Personnel, Retention 
Division. The "findings" extracted here are 
from a survey in which young Reserve officers 
were asked questions about their career plans. 
1. "Prestige of the career" definitely is one 
of the factors which influence a young 
officer in his career decision. 
2. ROTC instructors, military friends and super-
visors exert a positive influence on career 
motivation, while families and civilian friends 
exert a negative influence. 
3. Attitudes of parents, family and friends toward 
the Air Force career represent an extrem~ly 
powerful influence Dn a career decision, par-
ticularly when such attitudes are negative. 
General note on previous studies. As implied in the main 
heading to this section, only certain findings -- primarily those 
which were pertinent to forming the "new approach" -- were ex-
tracted and included above. Other findings, from all three surveys, 
will be referred to in other parts of the study, primarily in Chap-
ter III, when several comparisons will be made between selected 
findings of previous studies and those of the current study. 
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Significance of previous findings cited 
From the selected findings summarized above, the reader 
may see clearly the widely separated publics to which different 
mass appeals must be made for high quality officers on the one 
hand, and for high quality enlisted men on the other. The 
reader may see dramatically, also, further confirmation of the 
need to make a deeper study of the attitudes of the "best edu-
cated" group -- a study deeper than was possible ~r intended by 
either of the two national surveys. For, here the reader may see 
at a glance that to raise the prestige of the officer career in 
the mind of a public that wants, and expects, their young men to 
fill "significant" positions, a different approach is needed from 
that called for to put across the ''good place · for an ordinary 
guy - no need for a high IQ" effect recommended for the airmen 
career program • 
It is interesting to note that Social Research, Inc. (which 
did the "Parents and Sons" study, Study 2, pages 8 and 9) recom-
mends " ••• placing messages differently ••• within the broad social 
group ••• designing some to appeal particularly to lower class boys, 
middle class boys ••• and then placing them in areas where it is 
knmm that lower or middle class people live. nl3 
What previous studies do NOT show. Before proceeding to a 
discussion of the "new approach", it must be made clear that the in-
vestigator is not implying -- nor interpreting the previous studies 
13social Research, Inc., QEo cit., pp. 104-5. 
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to s i gnify -- that the officer corps is or should be an elite 
drawn only from one stratum of the American publ'ic. However, 
once again, because the Air Force has so strong a need today 
12 
for college graduates as career officers, it appears that the 
pri mary concern in any program " ••• to attract and retain ••• " 
college men must be with that group which (1) has the greatest 
concentration of college men and potential college men; (2) can 
exert -- and does exert -- the greatest influence over the ca-
reer decisions of these young men; and (3) has the greatest num-
ber of "opinion leaders" with the potential for influencing 
other publi c s . 
Further, it should be clarified that the investigator 
recognizes that two separate approaches to such widely separated 
publics (and sub-publics) cannot be carried out without close co-
ordination . This is especially true if, as the Social Research, 
Inc. study suggests, nationwide advertising and public relations 
for the airmen program is realistic and feasible.l4 Surely, any 
program de s igned to create an image of the Air Force as a more 
comfortable place for the .ordinary guy, will have its effect on 
those who are looking closely to see what their _"un-ordinary" guys 
are going to do with their very markGtable college education. 
This problem was recognized in the initial ~iscussiort of public re-
lations practice; it was pointed out that although separate publics 
should be attacked individually, they should be attacked as part of 
14supra, p. 9. 
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a master plan. 15 
IV. THE 11 NEW APPROACH" 
The "new approach" emerges 
. The previous studies show conclusively that what a per-
son does is important. High prestige is ascribed to what some 
men do: physicians, scientists, lawyers, etc. Comparatively low 
prestige is ascribed to the military career • . And, for the "best 
educated" group, to which this study concedes special importance, 
the military career carries less prestige than it does for the 
less well educated group. 
Yet, the studies show, no adult group has a clear-cut pic-
ture of what a career in the military actually implies today.l6 
For this study it may be stated that the "best educated'' group, 
then, doe s not have a clear-cut picture of what an Air Force 
officer actually does in the Air Force today, except fly. _ "To be 
in the Air Force is to fly.nl7 And that, as an initial and pri-
mary image, spells danger -- and a negative reaction for most 
adults; for parents, principally. 
Could it not be true, therefore, that this is one of the 
main reasons why this group (and, in fact, the whole adult civil-
ian publi c) does not impute higher prestige to the Air Force 
officer career? 
l5supra, p. 3. 
16Public Opinion Surveys, Inc., QQ• cit., p. 1., "Conclusions." 
17social Research, Inc., The Air Force As Seen By Parents and 
Friends , Volume I; Study prepared for Ruthrauff and Ryan, Inc. (New 
York: September, 1955), p. 63. 
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This is the essence of the "new approach", simple as it 
is: Has it not been overlooked that to increase the prestige 
of the Air Force officer career for the "best educated" grou~, 
particularly, it is necessary (once internal matters are cor-
rected), first to broaden the image of what a college-educated 
young man does in the Air Force today -- in addition to flying? 
to broaden the image to include those elements that make it an 
Upper-Middle Class, "significant" career, as distinguished from 
a career for the " ••• ordinary guy ••• with not such~ high IQ ••• ?" 
Of course, "financial benefits, a more normal family life 
and improved housing conditions," suggested by the Gallup study 
as the most likely efforts to succeed in raising the prestige of 
the career, must be considered.18 And, they are considered. As 
mentioned, recent legislation has done much to improve precisely 
these "internal" factors. Other legislation pending, as well as 
a continuous program of introspection, will insure that even more 
is done. 
From there, however, it seems that this public must be able 
to see in the Air Force officer career those elements they hold as 
"prestigeful" and "significant". 
But they do not. 
A possible reason for their failure to see these things in 
the Air Force officer career could be, what appears to the investi-
gator, a faise dilemma in their thinking; a dilemma that could be 
resolved by a "new approach". 
18 Supra, p. 7. 
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The dilemma explained. Before the current study 
was begun in earnest, fifteen college-educated parents (accepted 
arbitrarily at the time as part of the "best educated" group) 
were asked informally: What would you think of your son choosing 
a career as an Air Force officer? 
One person answered definitely that he would like it fine; 
two were adamantly against it; but the rest, sometime during the 
discussion, answered along the following lines: "Oh, it would be 
all right if he wants to; after all, he must choose his own career. 
BUT (either) 
(or) 
1) He has always had his mind set on being 
an engineer (or business executive, or 
doctor, etc.) 
2} We (I} have always hoped that he would be 
an engineer (or business executive, or doc-
tor, etc.} 
The answer in most cases was followed by a comment to the 
effect that " ••• that's why he's going to college." 
Such replies, as limited and "unofficial" as they were, 
and in the light of similar comments heard over the past sixteen 
years, were readily identifiable as illustrations of the fact 
brought out in the two national surveys: that the adult civilian 
public does not have a clear-cut picture of what a career as an 
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Air Force officer constitutes today. 
It was then that the investigator recognized what appeared 
to be a false dilemma in thinking about the Air Force officer ca-
reer. The dilemma is one which requires people to choose mentally 
between two apparent alternatives: a career in any one of the many 
normal civilian occupations which they rate highly on the prestige 
scale, OR a career, for example, as "an Air Force officer". The 
dilemma causes them to equate a specific occupation in civilian 
life on the one hand with a general entity -- a hazy unknown, a 
vague image of a ·"military man" -- on the other. 
The dilemma appears to limit the prestige attributed to a 
career as an Air Force officer because it does not allow these 
people to see that the young man they are interested in could be 
BOTH an engineer (or scientist, executive, physician, etc.) AND an 
Air Force officer; that he can follow these "prestigeful" and sig-
nificant careers WITHIN the Air Force. It does not allow these 
people to see that even the man who becomes the "military flyer" 
in the Air Force will be called upon (certainly more rapidly than 
a "flyer" for an airline or large corporation) to assume executive 
responsibilities and positions as an officer. 
In summary, the dilemma does not allow the adult civilian 
public even the "best educated" public -- to see that once a 
young man has decided upon a career field, the Air Force does 
not represent a conflict; that the Air Force is not just a vague 
military organization within which the young man can " ••• fulfill 
his short-term military obligation before getting out and on with 
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his life'w work ••• " as the Gallup study says 74% of the adult 
population looks upon military services generally. 19 The 
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dilemma does not allow these people to see, rather, that the Air 
Force is one of the world's most important, progressive, and 
challenging organizations WITHIN which a young man can realize 
his "significant" lifetime career objectives. 
The dilemma illustrated. An illustration of how the di-
lemma actually works in practice may be seen in the -first question 
of the Gallup study, and, incidentally, in many other national sur-
veys in which occupations have been rated according to their pres-
tige value. 
In the first question referred to, the respondents were 
asked to indicat.e on a scale how they felt about nineteen occupa-
tions as a life's work; one of the nineteen was "Armed Forces 
Officer.n20 The results showed, as mentioned in the "Findings" 
of Study 1, that the "Armed Forces Officer" ranked seventh in the 
list of nineteen (separate!) occupations, behind physician; scien-
tist, college professor, minister or priest, lawyer and public 
school teacher.2l 
The point to be made here is that asking people to rate 
"Armed Forces Officer" separately, forces people to think of the 
"Armed Forces Of'f'icer" (including Air Force Of'f'icer) as distinct 
from the occupations to which they attribute great prestige. It 
19Public Opinion Surveys, Inc., Op. Cit., p. 50. 
20rnfra, p. 277. 
2lrnfra, p. 220. 
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forces them, depending upon their background and experience and 
relationships with the military - or lack of such experience or 
relationships - to draw upon a stereotyped image of the "mili-
tary man"; an image ranging anywhere from General MacArthur wad-
ing ashore at Bataan to "Colonel Hall" on the "Sergeant Bilko" 
television show. The respondent draws on out-of-date images of 
" ••• a fire house gang, sitting around in their undershirts, wait-
ing for a fire to be put out; with a few 'drills' thrown in in 
the meantime, of course ••• " as one of the fifteen preliminary 
"test" respondents brought out. Rating the occupations sepa-
rately in this way does not give the respondent a hint that a 
young man could follow a career in almost every one of the nine-
teen occupational areas,- AS an Armed Forces (Air Force) officer; 
or, stated more affirmatively, that the young man could have a ca-
reer as an Air Force officer and still follow any one of the six 
occupations listed ahead of "Armed Forces Officer" by the respond-
ent himself. 
The "new approach" formulated. The idea of the "new 
approach", to rephrase it, is that the prestige of the Air Force 
officer career could be raised for the "best educated" adult pub-
lic by broadening their image of the Air Force officer career; 
broadening the image to where it would include those factors which 
this public holds "prestigeful" and significant; i. e., to dissolve 
the dilemma and permit this public to see "prestigeful careers 
WITHIN the career." 
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What better chance to get an initial reaction to this idea 
than while making the deeper study of the " ••• attitudes of the 
'best educated' public toward the Air Force officer career?" thought 
the investigator. Thus, "to get that 'initial reaction'" was nade 
a sub-objective of this study. 
The need for a "mental device" 
To get at the reaction, however, would require a mental de-
vice, a schema, a "gimmick", or, as the journalist !'llight call it, a 
11 hook 11 , to which a reaction could be gotten, simply. 
The device chosen was the following: The respondents would 
be asked their reaction to thinking of the Air Force as a "Public 
Service Corporation" and of the officers as "Executives". This 
"Corporation/Executive" schema would enable the investigator to ob-
serve if such a concept would allow the respondent to see: 
1. That the term "Air Force Officer" is not an 
entity, but a general status classification 
comparable to the status classification of 
"Executive" in any "Public Service" or other 
corporation. 
2. That just as in any Corporation, Executives 
of all types are required; therefore, just 
as in using the term "Executive" in business, 
so in using the term "Air Force Officer" in 
the Air Force -- one must always qualify the 
terms with a description of WHAT the "Execu-
tive" does. 
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). That within the Air Force "Corporation," 
as in its civilian counterparts, "Execu-
tives" who are scientists, engineers, 
comptrollers, physicians, managers, "fly-
ing executives", etc. --whether in the 
line or staff -- are doing the "prestige-
ful", significant career work that requires 
the same college education their: sons, or 
young men they are interested in, are get-
ting. 
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4. That young Air Force officers are 11Jr. Ex-
ecutives" in the true sense of the word, on 
their way up - to responsible, dynamic ca-
reer objectives, in their own career fields. 
5. That the Air Force, today more than ever, is 
one of the outstanding "corporation-like" 
organizations in the world, WITHIN which a 
young man can BE an executive in his own 
right, and in his own specialty -- while work-
ing with, directing, and/or managing assets 
and personnel whose magnitude - in terms of 
capital investment and payroll - far exceed 
that of the Standard Oil Company of New Jersey, 
the largest corporation in the United States. 
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V. THE CHAPTER SUMMARIZED 
Having defined the problem area22 --
"How can the prestige of the Air Force Officer 
career be increased in the minds of the 'best 
educated' publi'c?" 
Having defined the major study area23 --
A depth study of the attitudes of the «best 
educated" adult civilian public toward the Air 
Force officer career. 
Having described the sub-area of the study24 --
A study of the "initial reaction" of the "best 
educated" adult civilian public to a "new 
approach" to increasing the prestige of the Air 
Force officer career. 
Having reviewed the findings of previous stud-
ies25 --
(See Studies 1 through 3, pages 6-10.) 
Having described the «new approach"26 --
21 
An attempt to raise the prestige of the Air Force 
6fficer career in the mind of the "best educated" 
adult civilian public, by broadening the image of 
the career, so as to include those elements which 
22supra, p. 4· 
23supra, P• 6. 
24Supra, p. 6. 
25supra, PP• 6-10. 
26supra, pp. 13-18. 
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this public finds "prestigeful" and "sig-
nificant". 
Having described the "mental device" to be 
used in getting the "initial reaction" to 
the "new approach"27 --
A comparison of the Air Force to a Public 
Service Corporation, and of the officers to 
Executives 
the study was ready to be 
designed. 
27supra, pp. 19-22. 
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CHAPTER II 
DESIGN AND CONDUCT OF THE SURVEY 
I. THE STUDY DESIGN 
Statement of general and specific objectives 
General objectives. The general objectives were formu-
lated in the preceding chapter, and may now be listed as fol-
lows: 
' I 
1. To conduct a depth study of the attitudes 
of the "best educated" adult civilian pub-
lic toward the A~r Force officer career. 
2. To obtain an "initial reaction" to a "new 
approach"l to increasing the prestige of 
the Air Force officer career in the mind of 
the "best educated" adult civilian public. 
\ Specific objectives. In accomplishing the general objec-
tives listed\ above, the investigator wanted, specifically: 
\ In accomplis~ing General Objective #1: 2 
11. To get at the reasons and feelings behind 
the comparatively low rating on the occu-
pation prestige scale given to "Armed 
Farces Officer" by the "best educated" adult 
·civilian public -- especially those reasons 
and feelings which apply primarily to the 
"Air Force Officer" career. 
lsupra, pp. lJ-18. 
2supra, p. 23. 
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2. To obtain a more definite description of 
the image the "best educated" adult civil-
ian public has of the Air Force officer 
career. 
In accomplishing General Objective #2:3 
To get a personal "initial reaction" to 
the "new approach" as it would be dis-
played (a) after the respondents had ex-
pressed their feelings regarding, and 
their reasons for, the low prestige rat-
ing of the military officer career, and 
(b) after they had described their image 
of the career. 
Interview or questionnaire? 
The decision was made to interview. 
Although greater numerical and geographical coverage could 
have been realized by mailing out detailed questionnaires, the in-
terview had definite, overriding advantages for this study, in the 
light of the general and specific objectives. 
The investigator felt that he could best get at the under-
lying " ••• reasons and feelings ••• " and the " ••• personal reactions ••• " 
by the interview method because during the interview he would be 
able: 
3 
1. To achieve greater depth in the respond-
ents' comments by "digging", or probing, 
for "why's". 
2. To get more information, by probing for 
additional data, when necessary. 
3. To observe the "mood" and facial expres-
sions of the respondents as they were 
talking and "reacting", thereby being 
able to observe (a) the intensity with 
which the opinions and attitudes were 
Supra, P• 23. 
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expressed, and (b) the "tone" of the re-
actions. 
4. To establish rapport and, thereby, elicit 
certain personal answers which respond-
ents might hesitate - or, because of the 
time required, might fail - to "put in 
writing" on a questionnaire. 
25 
The investigator had been made aware of the greater chance 
for "interviewer bias" -- both in the selection of respondents 
and in the administration of interviews -~ inherent in the inter-
view method of conducting a study. However, to be aware is to be 
cautious, and every effort was made to eliminate as much inter-
viewer bias as possible. 
The investigator also had been made aware of the additional 
time required to arrange for, conduct, code, ·and analyze inter-
views. Yet, the element of time was gladly exchanged for the un-
usual opportunity {for an Air Force officer) to see and hear, first 
hand, how a group of "best educated" adult civilians really feel 
about the Air Force officer career. 
Circumscribing the "best educated" public to be interviewed 
The decision to employ the interview method in this one~man 
study limited immediately the geographical area within which the 
"slice" of the "best educated" public would have to be found: an 
area within approximately one hour's driving time from downtown 
Boston. This limitation fairly accurately described "Greater 
Boston". 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
26 
It appeared, at first, that all of the "best educated" 
adult citizens in the Greater Boston area should constitute the 
"slice" from which the sample would be drawn. However, at this 
point the investigator reflected on the consistent reference to 
parents in the previous studies, and to the findings that stressed 
the great influence parents have on young men's career decisions. 
It was reasoned, therefore, that much would be gained by l i miting 
the interviews to "best educated" parents, in that they (1) quali-
fied as members of the general "best educated" civilian public, 
and (2) they would be more likely to be motivated to sit down and 
discuss this matter than would adults without children. 
This line of reasoning was carried one step further to con-
clude that among parents, the most likely to be highly motivated 
would be those with sons in college; for, surely, the subjects of 
careers and military service would have been timely topics for · 
family discussion. 
This, then, was to be the "slice" of the public from which 
the sample would be drawn: "best educated" -- college-educated ...... 
parents residing in the Greater Boston area w~o would have sons in 
college at the time of the interviews. 
Finding t he "public" 
To find one list, or one group of lists, that included the 
names and addresses of all college-educated parents in the Greater 
Boston area who had sons in college proved to be impossible. 
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Finding any lists which showed both the parents' educa-
tion and their sons' college status proved to be difficult enough. 
Organizations made up exclusively of college-educated members 
(The League of Women Voters, IThe University Clubs, and others) had 
lists of members, but little Jif any data on sons. Organizations 
of young college men (univeraJ dity societies and clubs, for example) 
had lists of members, past 
1 
present, but rarely any data on 
parents, especially data on whether or not parents had completed 
college. 
The answer came from three sources: 
1. City and township registration lists 
Massachusetts law requires that all persons 
20 years old and older register with the 
City or Town Clerk's office annually. These 
lists show name, address, age, and occupa-
tion. Anyone 20 years old or over registered 
as a "student" could be presumed to be in 
college. Occupations of other males gave an 
indication of the probability that they had 
or had not attended college. 
a. A man shown to have a son in stu-
dent status, and listed as a 
"mechanical engineer", "lawyer", 
or "school superintendent", for ex-
ample, could be presumed to have 
completed college. 
b. A man shm~n to have a son in stu-
dent status, and listed as a "busi-
ness executive", "district manager, 
oil company", 9r "salesman, execu-
tive", could be presumed possibly to 
have completed college. 
c. A man shown to have a son in student 
status, and listed as a "laborer", 
"auto mechanic" or "taxi driverti 
, J 
could be presumed not to have com-
pleted college. 
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Note: These lists, of course, provided 
no clue to whether or not the 
mothers had attended or completed 
college. 
2. University records for students currently in 
attendance; the "Application For Admission" 
records, especially 
In most cases these records showed whether or 
not the students' parents (both mothers and 
fathers) had attended that, or any, college. 
Thus, lists of both mothers and fathers who 
.had at least attended college, could be com-
piled, 
~ 3. University alumni records 
These records, in most cases, showed whether 
or not the alumnus had a son in that univer-
sity. 
A ma~ter list compil~d. A master list of )00 names was 
I 
'· 1 
compiled, r~ndomly, from the three sources listed (including names 
I 
from four Town Clerks' registration lists, three universities' stu-
'· dent records~ and three universities' alumni records) -- 150 fathers, 
l 
and 150 moth~rs. 
' I 
I 
·, 
How many interviews? 
I 
i The inv13stigator had been advised that ·an informal "rule of 
\ 
thumb" for det~rmining a minimum number of interviews was the fol-
lowing: Ten interviews for each "cross-break" (comparison) to be 
made, and as many more as time will allow and still permit thorough 
I 
planning, interviewing, and repor~ing. 
One cross-break was desired: a comparison between the way 
men and women answered certain of the questions; and, the time 
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available for a one-man study was limited. 
Therefore, in order that the planning, interviewing, and 
reporting might be as thorough as possible, an arbitrary decision 
was made to conduct thirty interviews. 
Thirty interviews: 
15 fathers 
15 mothers 
• 
• 
• 
Drawing the sample 
Each from a separate family 
Each a college graduate 
Each with a son in college at the 
time of the interview. 
The investigator, with the concurrence of his Faculty Ad-
visor and Thesis Readers, concluded that a sample drawn completely 
at random from the list of 300 names (taking the first 15 fathers 
and first 15 mothers drawn) would not give so qualitative results 
as a sample drawn from lists stratified according to the fathers' 
occupations. 
The latter procedure would, it was felt, assure a more com-
prehensive spread of opinions and attitudes. 
Also, and of equal importance, the latter procedure would 
insure that the investigator would have the chance to interview a 
number of men whose occupations have a counterpart within the Air 
Force officer career (plus, of course, some women whose husbands' oc-
cupations have such a counterpart). · This, it was reasoned, would 
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permit the investigator to see the "image" some people have of 
the Air Force officer career in terms of their own. It would 
provide the chance, for example, to see how an electronics engi-
neer, or a lawyer, or a business executive (or a wife of one of 
them) would view the Air Force officer career for a young man 
a son, perhaps -- who would soon be graduated in engineering, law, 
or business administration. 
The .300 names, therefore, were stratified according to the 
fathers' broad occupational fields. 
And, the sample of .30 "prospects" was drawn. 
Setting up the interviews 
Telephone calls were made to the thirty persons whose names 
had been drawn. 
The investigator explained to all of them that they had 
been selected on a random basis to be interviewed, if they would 
agree, as part of a research project being conducted by a graduate 
student at Boston University. It was pointed out immediately that 
the purpose of the interview would be to discuss their attitudes 
toward certain career fields open to young college men today.4 
They were told that their names had been drawn from lists 
in the City or Town Clerk's office; lists which indicated that they 
4No mention was made of the fact that the investigator had 
any association with the Air Force, or that the interview would 
cover attitudes toward the Air Force. (Also, see comments under 
CONDUCTING THE INTERVIEWS, P• 44.) 
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had sons in college. (The universities had insisted that no one 
be told that his or her name had come from their files.) It was 
then explained that they were considered to be particularly well 
qualified to discuss the subject of a young man's career choice 
because, with a son in college, this must have been a subject to 
which they had given much thought. 
Each was asked, as discreetly as possible, if he or she 
was a college graduate. If the answer was "no" -thereby dis-
qualifying the person as a respondent - a few seemingly pertinent 
questions were asked. This gave the person the impression that 
he or she was taking part in a telephone interview. In this way 
the person who was not a college graduate never knew that he or 
she had been "discarded."5 
As "prospects" were disqualified, or as they said that they 
preferred not to be interviewed, other names were drawn from the 
5This procedure was prompted by a rather embarrassing con-
versation with the first male "prospect". 'I'he gentleman became 
interested in the subject ri ght away. He said that he was glad 
that at last he had been selected for an interview, as he had al-
ways wondered why the polisters never got around to him or to any-
one he knew. He proudly announced that he had two sons in col-
lege, not just one. The investigator asked him politely if he 
was a college graduate. He said "no", .and proceeded to explain 
how he had to leave school to go to work. The investigator un-
initiated as he was, said that he would very much like to t~lk to 
him, but that only college graduates were to be interviewed where-
upon the gentleman became very unhappy, remarking pointedly; "I 
may not be a college graduate, but I have 120 of the young gen-
iuses working for me, and I assure you I'm just as qualified to be 
interviewed as they are, etc., etc., etc." 
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same occupational fields.6 
If the "prospects" said that they were college graduates; 
and that they would grant interviews (in their homes or offices), 
certain face-sheet data were confirmed: name, address, occupation 
of (male) respondent or of respondent's husband, and respondent's 
college; also, · the son's college. 
After just 36 initial telephone calls -- plus 22 follow-up 
calls -- 30 interviews were scheduled with what promised to be 30 
very interesting people. 
Description of the sample 
Sociological description. The sociologists would classify 
all of the respondents in the sample as "Upper-Middle Class."? 
Their description of this class has special meaning for the reader 
of this study, as it will give him an insight to exactly the type 
of person included in the sample. 
6only six persons declined: two because of illness; four 
because they " ••• were not interested ••• " or " ••• were too busy ••• " 
The high acceptance rate could be attributed to two factors: (1) 
the pertinence of the subject matter to the respondents as par-
ents, and (2) the academic atmosphere of Boston where, as several 
respondents phrased it, " ••• people are used to having students 
around, and they like to help them." The latter reason could be 
given extra support in this case in that each respondent had a 
"student'' in college who might soon be calling upon someone else 
in the near future. However, as it was brought out during the in-
terviews, although helping a student may have been a factor, at 
least in gaining their initial attention, the subject matter was 
very pertinent and timely for all of them. 
There were no cancellations once the interviews had been 
granted; and only a few postponements. 
?social Research, Inc., The Air Force As Seen By Sons And 
Parents, Volume I, prepared for Ruthrauff and Ryan, Inc. (New 
York, 1955), p. 10. 
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"The Upper-Middle Class", the sociologists point out, 
"is made up of the solidly placed, leading citizens of the com-
munity and their families. Generally, they are not wealthy, 
nor do they necessarily have old family trees at which to point 
with pride, but they exercise the current leadership in the com-
•t 8 mun1 y • . They are 'well-to-do' rather than wealthy. Members 
of this class are generally part of the families of professional 
men {doctors, lawyers, etc.) or of larger business owners and 
managers. They generally live in the better residential areas 
of the community, and have larger and more tastefully appointed 
houses. 
"This group," ·the description continues, "tends to be con-
scious of its leadership position, and its members are encouraged 
to represent the best values of the community. They take seriously 
their leadership in community affairs, in politics, in charitable 
work, and in business. They train their children to carry on such 
roles, and expect their boys to obtain college educations and pre-
pare themselves for significant careers in business, the profes-
sions, or government. They expect their sons either to become 
officers {by far the most preferable course) (but not necessarily 
Brt should be added parenthetically that this description 
of the "Upper-Middle Class" fitted the respondents perfectly in 
every case, except with regard to one point: .most of these people 
did have " ••• old family trees at which to point with pride." 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
as a "career" - m.f.) or to get their service as enlisted men 
over as quickly as possible."9 
34 
Statistical description. A complete statistical descrip-
tion of the sample will be found in Tables I, II, III, and IV, on 
pages 35, 36, 37, and 38, respectively. However, in summary, 
these tables show that: 
1. (Table I) Respondents' residences were dis-
tributed among 12 communities in the Greater 
Boston area (all but one classified as a 
"suburb"), with the greatest concentration 
(8 out of 30) in Wellesley, Massachusetts. 
2. (Table II) The occupations of the male re-
spondents, and of the husbands of the fe-
male respondents, included 23 different 
titles, distributed fairly equally under the 
following general occupational areas: 
a. Business administration (execu-
tives) 
b. Business consulting services 
c. Business ownership 
d. Engineering (practice and super-
visory) 
e. Professional services 
f. Education 
3. (Table III) Respondents, by a large major-
ity (26 out of 30), were graduated from 
Eastern colleges. 
4. (Table IV) Sons of respondents, by a large 
majority (28 out of 30) were attending East-
ern colleges, with the largest number (15) 
attending Harvard. 
9social Research, Inc., loc. cit., p. 10. 
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I TABLE I 
I RESPONDENTS' RESIDENCES 
I 
(In the Greater Boston Area) 
I Community Men Women Total 
I Wellesley 5 3 8 
Belmont 2 3 5 
I Newton 2 ·3 5 
I Lincoln 2 2 4 
Brookline 1 2 3 
I Cambridge 2 2 
I Lexington 1 1 
Needham 1 1 
I Malden 1 1 
--
~
I 15 15 30 
I 
I 
I 
I 
-I 
-1 
I 
I 
rl 
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TABLE II 
MALE RESPONDENTS' OCCUPATIONS 
And 
OCCUPATIONS OF HUSBANDS OF WOMEN INTERVIEWED 
Occupation 
Advertising Executive 
Oil Company Executive 
Industrial Relations Consultant 
Men 
Interviewed 
1 
1 
1 
Magazine Advertising Representative 1 
Sales Manager (Paint Company) 1 
· Certified Public Accountant (Executive) 1 
Investment Counselor l 
Lawyer 1 
Doctor (Psychiatrist) 1 
Doctor (General Practice) 
Professor 1 
Superintendent of Schools l 
Engineering Executive (Electronics) l 
Field Engineer (Construction) 1 
Consulting Engineer (Executive) l 
Radio Engineer (Executive) 1 
Chemical Engineer 
Judge 
Real Estate Broker 
Merchant (Owner) 
Economist 
Communications Consultant 
Research Specialist and Consultant 
15 
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Husbands of 
Women Interviewed 
1 
2 
1 
2 
1 
1 
1 
3 
1 
' 1 
1 
15 
I 
I 
I 
I 
I 
. I
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
37 
TABLE III 
RESPONDENTS' COLLEGES 
Men 
Harvard (Massachusetts) 5 
M.I.T • (Massachusetts) 1 
Cornell (New York) 1 
Brown (Rhode Island} 1 
Boston u. (Massachusetts) 1 
George Washington 1 (Washington, D.C.) 
u. of Vermont (Vermont} 1 
Buffalo Tech (New York) 1 
Grove City College 1 (Pennsylvania} 
Texas A &. M ( Texas) 1 
· U. of Missouri (Mis~ouri) 1 
Men 
Eastern Colleges 13 
Other 2 
Women 
Simmons (Massachusetts) 
Radcliffe (Massachusetts) 
BostonU. (Massachusetts) 
Wellesley (Massachusetts) 
Wheaton (Massachusetts} 
Bryn Mawr (Pennsylvania) 
Wheelock (Massachusetts) 
Vassar (New York) 
u. of Wisconsin (Wis.) 
Ohio State (Ohio) 
Ohio State (Ohio) 
Women 
13 
2 
Total 
26 
4 
30 
4 
2 
2 
1 
1 
1 
1 
1 
1 
1 
1 
~ 
I ~, 
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TABLE ·IV 
COLLEGES OF RESPONDENTS' SONS 
(All Sons Currently in Attendance) 
(-As Undergraduates-) 
Harvard (Massachusetts) 15 
Boston University (Massachusetts) 3 
Cornell (New York) 2 
Tufts (Massachusetts) l 
Dartmouth (New Hampshire) l 
St. Lawrence (New York) l 
Williams. (Massachusetts) l 
Carleton (Minnesota) l 
Oberlin (Ohio) l 
Middlebury (Vermont) 1 
Bowdoin (Maine) l 
Yale (Connecticut) :1 
I (Massachusetts) Northeastern\ l 
--30 
Eastern Colleges 
Other 
I 
I 
I 
I 
I 
I 
I 
I 
I 
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"Representativeness" of the sample 
Admittedly, no claim can be made for the .statistical 
"representativeness" of a sample of 30 respondents when the 
sample was drawn, as it was in this case, from an incomplete 
universe. 
Yet, there are certain factors which, taken collectively, 
make a very strong case for the probable representativeness of 
the sample. 
The factors which point to this probability are the fol-
lowing: 
1. Each person in the sample was a member of 
a definite social group with a definite 
minimum educational level. The attitudes 
of this group stand a very good chance of 
being indicative of the attitudes of simi-
lar groups _across the natiori, for: " ••• 
there is one fact of importance about so-
cial attitudes: they have a highly lawful 
distribution, being a function of group 
membership, of class and caste position. 
There is clear evidence of highly homo-
geneous views within sociological group-
ings.nlO 
2. Numerous investigators have shown that 
there is a high degree of agreement and 
consistency within the American population 
in ranking the relative prestige of vari-
ous occupations.ll 
). The 1955 survey of "Attitudes of Adult Ci-
vilians Toward The Military Service As A 
Career" (the Gallup study), and the 1955 
1°solomon E. Asch, Social Psychology (New York: Prentice 
Hall, Inc., 1952), pp. 522-23. 
llrtid., pp. 523-24. 
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study of Social Research, Inc., "The Air 
Force As Seen By Sons and Parents," stand 
as the most recent confirmation of this 
national stability in attitudes toward 
the prestige of occupations. 12, 13 
4. The attitudes of the respondents in the 
sample showed a very high degree of inter-
nal consistency, and a high correlation 
with national attitudes on the subject of 
occupational prestige.l4 
40 
5. Certain questions in the current study were 
designed specifically to parallel similar 
questions found in the national studies by 
Gallup and Social Research, Inc., in an 
attempt to get a minimum indication of the 
validity of the interview schedule. The 
answers given by the respondents in the 
sample showed remarkable agreement with 
those given to the similar questions in the 
national studies.l5 . 
It seems fair, therefore, on the basis of the statements 
listed above, to speculate that in the restricted area of social 
attitudes toward the military officer career generally and the 
Air Force officer career specifically -- the attitudes of )0 ran-
domly selected members of a definite social and educational group 
could be considered to be representative of the nationwide group 
to which they belong; especially since the attitudes of the nation-
wide group toward the prestige of occupations generally, and toward 
the military officer career specifically, have remained consistent 
12supra, P• 6. 
13supra, P• 8. 
14rnfra 
' 
pp. 53, 59. 
15Infra 
' 
pp. 53, 85. 
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over the years. 16 
Designing the interview 
General organization. The interview was organized in 
two parts, each part designed to satisfy one General Objective. 
Part I was designed to elicit the attitudes toward 
the Air Force officer career possessed by the "best educated" 
adult civilian public. In this Part, the "reasons" and "feelings" 
behind the comparatively low prestige rating given to the Air 
Force officer career {as part of the low "Armed Forces officer" 
career) in the Gallup survey would be determined. Also, the 
"more definite image" of the Air Force officer career as seen by 
this public would be sought. 
Part II was designed to obtain the "initial re-
acti6n" of the "best educated" adult civilian public to the "new 
approach". 
The "funn~ling" technique. The questions in both Parts I 
and II were presented in a deliberate sequence, making use of what 
is sometimes called the "funneling" technique.l7 That is, the re-
spondents were "brought into" the study in the first few minutes 
of Part I by asking them to rate and discuss occupations gener-
ally; then, they were "funneled" gradually, throughout Part I, 
into discussing the Air Force officer career, alone. 
16 Supra, P• 39. 
17rnfra, p. 42. 
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Only after the respondents had been given repeated oppor-
tunities to express their attitudes toward the Air Force officer 
career were they brought out of the "small end of the funnel" 
and into Part II, where they were confronted with the "new 
approach". 
The deliberate seguence of questions. So that the reader 
may see clearly the reason for the position of each questio n in 
the sequence, and the relationship of each question to one or 
more specific objectives, special comments explaining these mat-
ters have been woven into the presentation of each question, in 
Chapter III. 
Pre-testing the interview schedule 
The interview schedule was pre-tested in two interviews; 
one with a mother, and the other with a father. 
Only minor revisions were made in the wording of a few 
questions to correct certain misunderstandings. An example of 
such a "misunderstanding" is the following: 
In Question #2, the respondent was asked to select 
three career areas from a list of 14, from which he or she "••• 
would MOST LIKE to see a son choose his life's work ••• " and 
three career areas from which he or she " ••• would LEAST LIKE a 
son to choose his life's work." 
The pre-test showed that parents were choosing or 
rejecting careers on the basis of their sons' aptitudes, likes 
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and dislikes, as a grown young man. This prevented the parents 
from listing objectively those career areas that they really 
would like to put down, because n ••• after all, he's already de-
cided on Philosophy, so why should I list engineering, etc." 
The presentation of the question was changed to in-
clude the following preface: "Assuming that your son is three 
years old, and that you know nothing of his aptitudes or inter-
ests, and assuming that a close friend asked you~ n ••• if you had 
your way, from which three career areas would you most like (and 
least like) to see a son of yours choose his life's work when he 
grows up ••• " • 
The .nature of the interviews, of course, called for prob-
ing deeper .into some responses given to open-end questions. Al-
though the ~ature and extent of probing necessarily varied, the 
sequence and wording of the basic questions were never altered 
once the post pre-test changes were made. 
: II. CONDUCTING THE INTERVIEWS 
Setting the stage 
Generally speaking, the interviews were quite normal. How-
ever, a summary of the conditions under which the interviews took 
place may help to set the stage for the study of FINDINGS that fol-
lows immediately, in Chapter III. 
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2. 
J. 
All interviews with women took place in 
their homes. 
Eight of the interviews with men took 
place in their homes; seven in their 
offices. 
All interviews lasted approximately 
l-l/2 hours. 
None of the respondents knew before, 
during or after the interviews that the 
investigator was an Air Force officer. 
When a respondent wanted to go beyond 
the fact that he was a "graduate student" 
-- for example, when they pressed him to 
explain why he had chosen a thesis study 
related to an Air Force problem -- he or 
she was told that the investigator was a 
"Defense Department employee on leave of 
absence to work on a Master's Degree," 
and that he had chosen this study because 
it related to some work he had been doing 
in his job. 
All respondents were guaranteed anonymity. 
6. All respondents showed sincere interest in 
the interview and, in addition to receiv-
ing the investigator graciously, were ex-
ceptionally frank in stating their opin-
ions, and in admitting their biases. 
Post-interview comment 
44 
From an objective investigator's point of view, it may 
be said that the interviews were most successful. 
From the subjective point of view of an Air Force offi-
cer in mufti, however, it must be admitted that most of the in-
terviews were disquieting. 
Whether this disquietude was justified, the reader may 
now judge. 
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CHAPTER III 
FINDINGS OF THE SURVEY 
I. INTRODUCTION 
Foreword 
Forty-five hours of listening to thirty separate "best 
educated" adult civilians talk about the Air Force officer ca-
reer reveals more than statistics. 
Attitudes, biases, off-hand opinions, new ideas, doubts, 
fears, inspiring comments; misgivings, stereotyped images, chal -
lenging thoughts, and even some rare old "fishwives' tales" 
that should have gone out with the horse-drawn fire engine, are 
uncovered. 
But the essence of such qualitative data must be ex-
tracted systematically and translated into ·useful tables and 
easy-to-grasp summaries. This study includes the useful tables 
and easy-to-grasp summaries. 
Much of the · personality is included, also, in summaries 
of quotations extracted from the investigator's interview forms. 
These summaries, mentioned throughout the study, will be found 
in Appendices A, B, and C. 
The reader is urged to glance over these summaries of quo-
tations so that he may gain at least a minimum of the at~osphere 
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and flavor of the 45 hours during which the quotations were 
taken down. 
Overall organization 
The findings are presented in two parts, corresponding 
to the two major divisions of the survey itself: 
Part I: Questions designed to elicit the atti-
tudes toward the Air Force officer ca-
reer possessed by the "best educated" 
adult civilian public. These questions 
are designed to get at the "reasons" 
and "feelings" behind the comparatively 
low prestige rating given to the Air 
Force Officer career (as part of the 
Armed Forces officer career) in the 
Gallup survey. Also, these are ques-
tions dasigned to give a "more defini-
tive image" of the Air Force officer 
career as seen by this public. 
Part II: Questions designed to obtain the "in-
itial reaction" of the "best educated" 
adult civilian public to the "new 
approach". 
· Question-by-question organization 
The actual survey findings are presented question-by-
question, according to the following plan for each question: 
l. Statement and explanation of question* 
2. Objective behind the question* 
3. Summary of findings 
4· Comments 
* In some cases these two parts are combined in a general, nar-
rative introductory statement. 
I 
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The question-by-question manner of presentation has .the 
following advantages: 
1. It allows th~ reader to see the interview 
"unfold" in the way that it unfolded for 
the respondents. 
2. It allows the reader to see the findings 
"accumulate" as they did for the investi-
gator; and, it allows the reader to catch 
the "climax" when the "new approach" was 
presented. 
). It allows the reader to "administer the in-
terview to himself" if he wishes, first 
answering the questions or completing the 
forms, and then comparing his answers with 
those of the respondents. 
4. It allows the investigator more freedom to 
comment on findings as they appeared in the 
survey. 
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I 
QUESTION #1 
Statement and explanation of the question 
The respondent was handed a "Scalometer", Figure 1,* and 
asked to rate each of the occupations shown in the list. The 
following introduction to the question was read to the respond-
ent by the investigator: 
First, I should like to see how you feel 
about certain occupations as a life's 
work. Please note that on the Scalometer 
there are ten possible numerical ratings 
for each occupation, going from a high rat-
ing of plus 5 to a low rating of minus 5; 
there is also a "No Opinion" rating if you 
have no feelings one way or the other. 
Please put a check-mark in -the square (one 
for each occupation) that best indicate_s __ 
how you feel, generally, about these occu-
pations as a life's work. Reasons are not 
important; just your first, overall reaction. 
* Figure 1 follows. 
I 
I 
I 
i 
! ,, 
I 
I 
I 
I 
I 
I 
I 
II 
II 
II 
-II 
II 
II 
II 
I 
I 
I 
I 
I 
I 
I 
Lawyer? 
Public School Teacher? 
Physician? 
Radio and/or TV Exec.? 
Accountant and/or 
Comptroller? 
Psychologist? 
Air Force Officer 
Minister, Priest, 
or Rabbi? 
Professor? 
Corporation Executive? 
Engineer? 
Professional Pilot? 
Public Relations 
Consultant/Exec.? 
Scientist? 
FIGURE 1 
QUESTION 1 
STAPEL SCALOf\1ETER1 
FOR RATING OCCUPATIONS 
/-5 /-4 /-3 /-2 /-1 
No 
opin-
ion 
-1 -2 -3 
lcopyright, Dr. Jan Stapel, Netherlands Institute of Public Opinion, 
Amsterdam. 
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Objective behind the question 
This question was designed to bring the respondent into 
the discussion of occupations, generally (the beginning of the 
"funneling" process), and to get the first indication of the 
respondent's general attitude toward the Air Force officer ca-
reer, in relation to other careers. 
Also, in that this same type of Scalometer was used in 
the first question of the previous Gallup study, i~s use here 
could allow the investigator to compare the rating given to 
"Air Force Officer" by this limited sample, with the rating given 
"Armed Forces Officer" by the national sample in the Gallup study. 
The reader's attention is called to one important differ-
ence, however, between the Scalometer used in this study (Figure 
1) and that used in the Gallup study (Figure 4, Appendix C, 
p. 277). The Gallup Scalometer listed 19 occupations covering a 
wide variety of abilities ranging from Physician and Scientist to 
Mail Carrier and Plumber, occupations open to young men with a 
wide variety of educational backgrounds. Therefore, one may not 
be surprised to find that "Armed Forces Officer" rated higher than 
occupations classified as skilled or semi-skilled labor. 
The Scalometer used in this study places the "Air Force 
Officer" occupation in a list . containing only those types of occu-
pations that young college graduates (and their "best educated" 
parents) would consider to be possible competition for their back-
grounds in today's jo9 market. (Admittedly, this Scalometer has 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
51 
the same drawback that was criticized in the Gallup study; i.e., 
"Air Force Officer" is listed as a distinct and ''separate" ca-
reer from the others which, according to the "new approach" 
should be seen as being available within the Air Force officer 
career.2 This was done intentionally, however, so that the same 
base could be established as that in the Gallup study, and there-
by, mak~ possible the comparisons mentioned. Also; following 
this normal line of thinking paves the way for a more dramatic 
"switch" to the "new approach" later. 
Findings ' (As shown in Table V) 
1. "Air Force Officer" was ranked 12th in a 
listing of 14 occupations by the sample 
as a whole, receiving an "overall numeri-
cal rating" of 40. (The highest rating, 
128, was given to "Scientist".) 
2. Men rated 11Air Force Officer" 12th; Women 
rated "Air Force Officer" 13th. 
). Both men and women were almost unanimous, 
not onl~ in their ranking of "Air Force 
Officer", but in their choices of the 
first six occupations rated the highest --
Scientist, Physician, Engineer, Minister, 
Lawyer, and Corporation Executive. The 
only major difference was in the relative 
positions of Lawyer and Corporation Execu-
tive. 
2supra, p.l7, "The dilemma illustrated." 
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TABLE V 
SCALOMETER RATINGS OF OCCUPATIONS 
RANK ORDER (R/0) BY "OVERALL NUMERICAL RATINGS"! 
BY COMBINED TOTAL 
"Overall Numerical Rating" 
Com-
R/0 Occupation Men R/0 Women R/0 bined 
1 Scientist 69 #l 59 #2 128 
2 Physician 59 #4 69 #1 128 
3 Professor 66 #2 57 #4 123 
4 Engineer 64 #3 58 #3 122 
5 Minister, Priest, or Rabbi 57 #6 47 #6 104 
6 Lawyer 43 #7 55 #5 98 
7 Corporation Executive 59 #5 39 #9 98 
a Public School Teacher 41 #8 46 #7 87 
9 Psychologist 23 #11 42 #8 65 
10 Public Relations Consultant/ 
Executive 31 #10 31 #10 62 
11 Accountant/Comptroller 32 #9 24 #11 56 
12 Air Force Officer 17 #13 23 #12 40 
13 Radio/TV Executive 22 #12 17 #14 39 
14 Professional Pilot -2 #14 18 #13 16 
lThe "overall numerical ratings" were determined as follows: 
Each scale division on the "Scalometer" (plus 5 to minus 5) was 
multiplied by the number of respondents who put a check-mark in that 
respective square. (Thus, if 8 men rated "Lawyer" as plus 3, that 
would give a score of plus 24; if the other 7 men rated "Lawyer" as 
minus 2, that would give a score of minus 14). The total of all the 
minus scores for a given occupation was subtracted from the total of 
all the plus scores for that occupation, and the difference was the 
"overall numerical rating." In the "Lawyer" example cited, the "over-
all numerical rating" would be plus 10. (Note: A total "plus" score 
of 12, and a total "minus" score of 24, would result in an "overall 
numerical rating" of minus 12.) 
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Comments 
The overall ranking of 11 Air Force Officer", 12th out of 
14th (Table V) in this study - although apparently different 
from the "7th out of 19" ranking for "Armed Forces Officer" in 
the Gallup study - actually parallels the Gallup study. For, 
it should be noted that: 
1. The six occupations listed ahead of 
"Armed Forces Officer" in . the Gallup 
study (Appendix A, page 220) are 
essentially the same six which were 
rated "highest" in the current study. 
2. Tpe other five occupations rated above 
"Air Force Officer" in the current 
study were not listed by Gallup (Appen-
dix A, page 220). 
The reader's attention is called to the equally low (or 
lower) rating given to "Professional Pilot" by both men and 
women. Throughout the study the reader may note that many of 
the unfavorable aspects seen in the "Professional Pilot'' career 
by this group are attributed, almost automatically, to the "Air 
I 
Force Officer" career. In' fact, as will be shown, many respond-
ents refer to the two careers in the same breath, saying, in ' 
effect: 11After all, there's no difference in their jobs; they 
do the same thing -- fly a plane." 
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QUESTION #2 
Statement and explanation of question 
The respondent was handed a list of the occupations he 
had rated on the Scalometer in Question #1: 
Lawyer 
Public School Teacher 
Physician 
Radio and/or Television Executive 
Accountant and/or Comptroller 
Psychologist 
Air Force Officer 
Minister, Priest, or Rabbi 
Professor 
Corporation Executive 
Engineer 
Public Relations Consultant or Executive 
Professional Pil6t 
Scientist 
The investigator then read the following statement: 
"Please look over this list of occupations 
that you rated in the preceding question, 
and then, in the spaces provided: 
Select any three occupations (order 
is not important) from which YOU 
would MOST LIKE a son of yours to 
choose his life's work. 
Select any three occupations (order 
is not important) from which YOU would 
LEAST LIKE a son of yours to choose 
his life's work. 
Please assume that the son in question is three 
years old, so that you do not take into con-
sideration his personality, likes or dislikes, 
aptitudes or interests as you know them now. 
Assume, for example, that at the time he was 
three years old a very close friend said to you: 
"I know that you'll let your son choose his own 
career, but IF you had your choice, from whi-ch 
three in the list above would you MOST LIKE, and 
from which three would you LEAST LIKE him to 
choose'1" 
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Objective behind the question 
This question was designed as another, although stronger, 
attempt to get the respondent to . show indirectly his general 
attitude toward the Air Force officer career; to see what im-
mediate reaction a respondent had upon seeing the Air Force 
officer career listed casually along with other occupations of 
the type shown by the Gallup study to have high prestige for 
this public. 
The reader's attention is called to the difference in 
the approach used in this question and that used in Question #1. 
Here the respondent was not simply asked how he felt generally 
about occupations; rather, here he was required to select ca-
reers he would MOST LIKE and LEAST LIKE for his own SON. 
Once again, the reader should note that the respondent 
had no indication of the investigator's association with the Air 
Force; nor had he received any clue that the interview would be 
"funneled" into an Air-Force-centered interview. There was noth-
ing, then, in the interviewing procedure nor in the question it-
self that would tend to influence his choice; he was required 
merely to look at the list and to make selections for whatever 
reasons he might have had. (Note: ''Air Force Officer" was 
placed in the middle of the listing.) 
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Findings 
A tally was made of the occupations selected as "MOST 
LIKE" and "LEAST LIKE". The results of the tally are shown in 
Tables VI and VII. 
1. Table VI shows that "Air Force Officer" 
was selected as one of the three occupa-
tions from which they would LEAST LIKE 
their son to choose his life's work Qy 
20 out of 30 respondents; "Air Force 
Officer" was second only to "Professional 
Pilot" which was selected as a LEAST LIKE 
choice by 21 out of JO respondents.) 
"Air Force Officer" was one of the top two 
occupations cited as LEAST LIKE by both 
men and women; the other in each case was 
"Professional Pilot". 
2. Table VII shows that only two respondents 
- both men - included "Air Force Officer" 
as one of the MOST LIKE selections. 
3. Table VII shows that the top six occupa-
tions in the MOST LIKE selections of the 
sample as a whole, were the same six which 
were rated highest by the whole sample on 
the Scalqmeter in Question #1. 
4. Table VII shows that among the top six 
occupations selected by men and women as 
MOST LIKE choices, the greatest difference 
was in the relative position of "Corpora-
tion Executive". (This fact has been sin-
gled out for future reference in the dis-
cussion of the "new approach".) 
3Th~ clo~e association of "Air Force Officer" and "Pro-
fessional Pilot" in the minds of this group was discussed in 
the Comments section of Question #1 (comment #2), P·53. 
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I TABLE VI 
I OCCUPATIONS FROM WHICH RESPONDENTS 
I WOULD 11 LEAST LIKE" SONS TO CHOOSE THEIR LIFE'S WORK 
I RANK ORDER (R/0) 
BY COMBINED TOTAL 
I 
I RLO OccuQation Men w Com-R/0 Women R/0 bined 
. 
I 1 Professional Pilot 10 #1' 11 #1 21 
2 Air Force Officer 9 #2 11 #2 20 , .• 
) Radio/TV Executive 6 #3 7 #3 13 
I 4 Accountant/Comptroller 4 #6 4 #5 8 
5 Public School Teacher 5 #4 . 2 #6 7 I 6 Psychologist 5 #5 2 #7 7 
I 7 Corporation Executive 0 5 #4 5 
8 Minister, Priest, or Rabbi 1 #9 2 #8 3 I 9 Public Relations Consultant/ 
Executive 1 #10 ' 1 #9 2 
.I· 10 Physician 2 #8 0 2 
I ll Lawyer 2 #7 0 2 
12 Profe ssor 0 0 0 
' 
13 Engineer 0 0 0 
1- 14 Scientist 0 0 0 
I . 
1-
I 
I 
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I TABLE VII 
'I OCCUPATIONS FROM WHICH RESPONDENTS 
I WOULD nMOST LIKE" .SONS TO CHOOSE THEIR LIFE'S WORK 
'I RANK ORDER (R/0) BY COMBINE.D TOTAL 
I 
I Com-R/0 Occupation Men R/0 Women R/0 bined 
I 1 Physician 8 #1 9 #2 17 2 Professor 5 #5 11 #1 16 
rl 3 Scientist 7 #2 7 #3 14 
I 4 Lawyer 3 #6 7 #4 10 5 Engineer 6 #4 4 #5 10 
I 6 Corporation Executive 6 #3 1 #8 7 
I 7 
Minister, Priest, or Rabbi 2 #8 4 #6 6 
g Accountant/Comptroller 3 #7 0 3 
I 9 Psychologist 0 2 #7 2 
10 Air Force Officer 2 #9 0 2 
.I 
11 Public Relations Consultant/ 
Executive 1 #11 0 1 I 12 Public School Teacher 1 #10 0 1 
I 13 Professional Piiot 0 0 o · 
-~- 14 Radio/TV Executive 0 0 0 
I 
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Comments 
The "selecting out" of "Air Force Officer" as a LEAST 
LIKE career for their sons would appear to confirm the low 
»overall numerical rating" given to "Air Force Officer" by this 
group, using the Scalometer in Question #1. This confirmation 
(although too premature to be counted on) indicates a high de-
gree of "internal consistency" in the sample. 
Selecting "Air Force Officer" as a LEAST LIKE career by 
so many respondents may prove to be a better indication of the 
sample's general attitude toward the Air Force Officer career 
than the Scalometer. Past sociological studies have shown that 
whereas people may express one attitude towar~ a career when dis-
cussing it on an abstract basis, they tend to express a different, 
and probably more nearly the real, attitude when the questioning 
on a particular career is narrowed and brought close to home.4 
4Herbert H. Hyman and Paul B. Sheatsley, "The Current Status 
of American Public Opinion," Public Opinion and Propaganda, Daniel 
Katz, et al (New York: The Dryden Press, 1954), p. 40. 
I. 
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QUESTION #3 
Statement and explanation of question 
The investigator read the question to the respondent as 
follows: 
"In the last question you selected three career 
areas from which you would MOST LIKE and LEAST 
LIKE your so,n to choose his life's work. Now, 
as I read off your selections, one by one, will 
you please tell me the main reasons _ for making 
your selections as you did? For example, I see 
you listed (Physician) as a MOST LIKE choice; 
what is it about · the physician's career that 
caused you to select it for your son? And, I 
notice that you listed (Air Force Officer) as a 
LEAST LIKE choice; what is it about the Air 
Force officer career that. caused you, in effect, 
to reject it for your son?" 
Objective behind the question 
The "reasons" were asked for not just to ~ the "becauses" 
but to analyze them, in order to: 
Findings 
1. Identify the values this group looks for --
and ~ -- in those careers rated highly 
in Questions;#l and #2, but which values 
they fail to see in the Air Force Officer 
career. 
2. Reveal the "image" of the Air Force Offi-
cer career, as seen by this group. 
The reasons were given to the investigator in a narrative, 
sometimes rambling, form. Some reasons had to be "probed" for. 
I 
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Many people gave the same reason as others, bu~ "in different 
words." Therefore, the investigator "coded" the replies, mak-
ing composite reasons out of them; but, as much as possible. 
ret aining the original wording. 
The coded findings shown in Tables VIII and IX represent 
extensive "boiling down" and constitute some of the most impor-
tant findings of the study; the image these tables reveal pro-
vides the reader with a "context" within which to examine what 
these same people have to say in the remainder of the study. 
To summarize the findings further would reduce their 
effect. Therefore, the following procedure for reviewing the 
tables is suggested to the reader: 
1. 
2. 
). 
Look over the REASONS given for selecting 
the LEAST LIKE careers {Table VIII). These 
will reveal the values this public does NOT 
like in a career.* 
Look over the REASONS given for selecting 
the MOST LIKE careers (Table IX). These 
will reveal the values this public DOES 
like in a career.* · 
Also, look over Appendix A, pages 221-229 to 
see the complete breakdown showing the num-
ber of times the MOST LIKE and LEAST LIKE 
reasons were cited for each occupation other 
than Air Force Officer and Professional 
Pilot. 
* Note that the figures in Tables VIII and IX, under Men, Women, 
Combined, show the number of times each composite reason was 
cited for disliking any career; and that the figures under AFO 
and Pro. Pilot show the number of times each composite reason-
was cited as a basis for disliking or liking the Air Force 
Officer and Profe ssional Pilot careers, respectively. 
I · 
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4. Finally, read the actual quotations ex-
tracted from the interviews which show, 
in the respondent's own words, why (1) 
Air Force Officer and (2) Professional 
Pilot were selected as LEAST LIKE ca-
reers. These will be found in Appendix 
A, pages 2}0-237· 
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2. 
3. 
4· 
TABLE VIII 
REASONS 
GIVEN BY MEN AND WOMEN 
FOR SELECTING THE CAREER AREAS FROM WHICH THEY WOULD 
LEAST LIKE 
THEIR SON TO CHOOSE HIS LIFE'S WORK 
RANK ORDER BY COMBINED TOTAL 
Number of Ttmes Cited as 
a Reason for Selecting 
any LEAST LIKE Career 
Reason Men Women Combined 
A career that provided little 
mental challenge, and little 
chance to be creative or make 
an original contribution; a 
career that does not use an 
educated man's full brain power 
or talents and, consequently, 
does not allow his full growth. 22 15 37 
A career that interferes with -
or actually prevents - a normal, 
stable, full family life. 13 17 30 
A career that is dangerous 
(hazardous). 12 15 27 
A career that regiments a man's 
whole life - keeping him al-
ways aware of the rules of a 
strict, hierarchical caste sys-
tem in which he must always be 
"just a cog in the machine;" a 
career that allows little free-
dom of decision in matters that 
most affect his (and his fam-
ily's) daily life. 10 8 18 
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Number of Times 
Cited For: 
AFO Prof. ·Pilot 
10 15 
I I. 
I 
11 13 I 
13 14 
10 0 
I 
I 
I 
I 
I 
.I 
I 
I 
I 
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6. 
s. 
10. 
TABLE VIII 
(continued) 
Number of Times Cited ae 
a reason for Selecting 
any LEAST LIKE Career 
Reason Men 
A career with a medium to 
fairly low income level -
with little chance for a 
higher than average stand-
ard of living. 9 
A career that provides a 
high-pressure, ulcer-
causing, "dog-eat-dog" ex-
istence; a career with 
great fluctuations (up to-
day, down tomorrow), and a 
high mortality rate; a ca-
reer concerned primarily 
with superficial values. 4 
A career that restricts a 
man's freedom to think and 
his freedom to express his 
thoughts. 6 
A career ·that is "short"; 
i.e., one which ends at a 
time when a man is most 
mature and productive -
leaving him with next to 
nothing to show for his life, 
and with little to do the 
rest of his life except find 
a new career or "rust away·" 7 
A career that provides a 
nomadic, rootless tyPe of ex-
istence with little choice of 
where or how a man (or his 
family) must live; a.p exist-
ence that develops a lax atti-
tude toward social and com~ 
munity responsibility. 6 
A career that is not in a com-
pletely established profes-
sional, business or scientific 
field. 9 
Women Combined 
--
5 14 
10 14 
7 13 
6 13 
4 10 
1 10 
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Number of Times 
Cited For: 
AFO Prof. Pilot 
7 0 
0 0 
13 0 
8 5 
8 2 
0 0 
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TABLE VIII 
(concluded) 
I Number of Times Cited as Number of Times 
I a Reason for Selecting Cited For: any LEAST LIKE Career 
I Reason Men Women Combined AFO Prof. Pilot 
I 11. A career that is limited in scope; i.e., one that has little opportunity for ad-
I vancement in an expanding field. 5 4 9 0 2 
I 
12. A career that requires an 
artifical, "high-living" 
type of social life. 5 3 8 3 2 
I 13. A career that is intrinsi-cally routine and/or dull. 2 5 7 0 2 
I 14. A career that has relatively low ethical standards. 3 3 6 0 0 
15. A career that lowers a man's 
sense of values because of 
the requirement to cater to 
I mob tastes. 2 3 5 0 0 
16. A career in which "money for 
its own sake" becomes too im-
port ant. 1 3 4 0 0 
I 17. A career in which a man "hides from life" and avoids 
the challenge of competition. 2 2 4 4 0 
I 18. A career that has only a 
I 
superficial "reason for being" 
- one which the world coul~ 
easily do without. 2 1 3 0 0 
I 
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J. 
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TABLE IX 
REASONS 
GIVEN BY MEN AND WOMEN 
FOR SELECTING THE CAREER AREAS FROM WHICH THEY WOULD 
MOST LIKE 
THEIR SON TO CHOOSE HIS LIFE'S WORK 
RANK ORDER BY COMBINED TOTAL 
Number of Times Cited as 
a Reason for Selecting 
.any MOST LIKE Career 
Reason Men Women Combined 
--
A career that offers the personal 
satisfaction of using one's own 
brains and talents to best advan-
tage in work of greatest personal 
interest and of one's own chaos-
ing - thereby permitting the growth 
of the "whole man" and his conse-
quent rise to the greatest heights 
possible on the basis of his own 
capabilities. 24 27 51 
A career that provides the chance 
to render great personal, con- · 
structive service to people - to 
the nation - to humanity; a chance 
to make a personal contribution to 
"man" - and to be able to see 
and/or feel the eventual results. 10 18 28 . 
A career that allows a man freedom 
to think and to express what he 
thinks; a career that requires con-
tinuous study and places a price on 
brains and new ideas; a career that 
allows room for the non-conformist 
thinker of the moment. 18 18 
A career that provides a fairly 
high income and a high standard of 
living for the man and his family. 13 4 17 
66 
Number of Times 
Cited For: 
AFO Prof. Pilot 
0 0 
0 0 
0 0 
0 0 
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TABLE IX 
(continued) 
I Number of Times Cited as Number of Times a Reason for Selecting Cited For: 
any MOST LIKE Career 
I Reason Men Women Combined AFO Prof. Pilot 
I 5. A career that provides a place of prestige in the community - a 
I 
place that is earned only by long-
term membership and the assumption 
of responsibility. 3 11 14 0 0 
I 6. A career that provides stimulation, recognized, high-caliber, thinking, 
associates. 3 8 11 0 0 
I 7. A career that has scope; i.e., a 
wide choice of types of specializa-
I tion, variety in types of life -and wide-open opportunities for ad-
vancement now and in the future. 6 5 11 1 0 
I 8. A career a man can participate in 
all his life, if he chooses - even 
I after retirement; a career that can not be taken away from him. 5 5 10 0 0 
I 9. A career that offers the chance to be independent - to run one's own 
life. 2 '6 8 0 0 
I 10. A career that keeps a man in con-
tact with young people - and offers 
I the chance to teach and guide others on their way "up". 4 2 6 0 0 
I lL A career that offers a man the chal-lenge of making big decisions - of 
planning and forecasting - and of 
I supervising t he work of others. 6 6 0 0 
12. A career that offers satisfaction 
I of seeing the results of your work take form and/or have effect. 3 2 5 0 0 
I 13. A career that allows a man to lead a reasonably calm, even-tempered 
life, free from ulcer-making pres-
I sures. 3 2 5 0 0 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
TABLE IX 
(concluded) 
Reason 
14. A career that provides long va-
cations during which a man may 
travel, study and broaden him-
self. 
15. A career that provides a good 
background for many lines of 
-work. 
16. A career whose primary appeal 
is patriotism. 
Number of Times Cited as 
a Reason for Selecting 
any MOST LIKE Career 
Men Women Combined 
1 3 4 
1 3 4 
2 2 
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N1..UI1ber of Times 
Cited For: 
AFO Prof. Pilot 
0 0 
0 0 
2 0 
I 
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Comments · 
A preliminary note of caution should be passed along to the 
reader: The lists of nreasons", and the figures showing how many 
people ascribed to those reasons (Tables VIII and IX), were made 
up after the interviews; therefore, they do not represent the rat-
ings such "reasons" might have received if the respondents had been 
presented with just such a list of values and then asked to check 
off those they c9uld see as pertaining to the Air Force officer ca-
reer. 
For this reason, the fact that the figure "0" appears after 
most of the reasons cited for the BEST LIKE careers, does not mean, 
necessarily, that some of this public would not have attributed 
higher values to ·the Air Force career if they · had been presented 
with such a list. 
On the other hand, however, the figures in the colums show-
ing "how many", were not the really significant part of the results, 
at least in the eyes of the investigator. The important point, it 
appeared to him, was this: a group of "best educated" adults 
selected three careers from which they would MOST LIKE and LEAST. 
LIKE a son of theirs to follow as a life's work; they selected the 
careers that they did because of what they visualized those careers 
as representing at the time someone asked them; they revealed, 
therefore -- and only after committing themselves to the selection 
of the careers what they saw or didn't see in those careers. 
They revealed, in their own words (not in words on a prepar.ed list) 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
70 
what they would have seen at the moment if their neighbor, for 
example, had said, "My son is thinking about accepting a com-
mission as a Regular officer in the Air Force; what do you think 
about it?" 
Any current member of the Air Force officer corps -- or 
· for that matter almost any member of the government having some 
association with the Air Force -- would have an immediate reply 
to many of the more important (and almost unanimously held) 
"reasons" given for listing the Air Force officer career as a 
LEAST LIKE career. 
An Air Force officer might be inclined to say, " ••• But the 
Air Force does offer 'a challenge and a chance to be creative.' 
Why, the Air Force is 'crying out' for 'men wlth brains who will 
continue to grow to their full stature.' Regimentation? Yes, 
but not to the extent one might think; certainly not much more 
than many a large corporation today, according to William H. Whyte's 
'The Organization Man.' And, the term regimentation does not mean 
that a man must be 'just a cog in a machine ••• prohibited from think-
ing.' And to move every three or four years does not really con-
stitute • ••• a nomadic, rootless (that word again) life' during 
which a man • ••• rusts away' waiting his early burial in retirement." 
The Air Force officer might further be inclined to say, 
" ••• And, besides, within the Air Force officer career there are 
the very careers to which you (the respondents) attributed high 
values. If reasons can be cited overwhelmingly for the Scientist's 
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career, for example, then the same reasons could be cited for the 
Air Force career, because scientists are a part _of the Air Force-- · 
even flying scientists." 
He might continue, " ••• Is there really so much difference 
(in challenge, in the requirement to think, in education, in the 
requirement to move, etc.) between many civilian scientists working 
on the missiles at Cape Canaveral (Florida; the missile testing 
range) and their counterparts within the Air Force? -- or between 
the scientific executives of (Blank) Aircraft Corporation who super- · 
vise the development of the missile, and the officers with the same 
scientific degree and executive ability supervising Research and De-
velopment projects in the Air Research and Development (and other) 
Commands? (etc., etc., etc., to cover almost all of the occupational 
career areas: in the Air Force Officer Classification Manual, AFM 
36-1). 
However correct the mythical Air Force Officer's replies may 
' 
be, the findings on this question show that these people JUST DON'T 
. ( 
SEE these things in the Air Force officer career. The "dilemma" 
cited before is seen to operate.5 These people apparently see an 
! 
image that has ' .. long since been outdated. One might say that there 
' I 
is evidence of \a "cultural lag" that prevents this public from see-
ing the career as it is today, and as it is developing for 1978, 
and beyond., 
"But," one might be tempted to counter, "surely these people 
5supra, p. 17. 
I-
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read; surely we must assume that they know about missiles, Sput-
niks and Explorer's and refueling flights, and the technical know-
how it takes to operate and manage them; surely they must have 
read, heard, or seen the pleas of several Secretaries of Defense 
for the right kind of men to run the show, and for incentives to 
keep the people in. Surely they've heard Arthur Godfrey boosting 
the Strategic Air Command; even Steve Canyon has been in on the 
act. Surely the name 'Cordinert' means something to them." 
Assuming that what thi~ person assumed is true; i.e., that 
the "best educated" public do read and know all these things, still 
the findings show that all of these things simply do not get tied 
up with the Air Force officer career at the time "best educated" 
parents are confronted with the career as a possibility for their 
son. This is a case of a general attitude expressed on an abstract 
basis being one thing, but being something entirely different when 
the matter under consideration - especially careers - gets close to 
home. 
When it comes to thinking about a career for their sons, all 
the old images, stereotyped ideas, fears, cautions, etc., seem to 
com:e up into parents' minds, like fumes, and completely overcome 
their "knowledge" about Sputniks, Explorers, etc. Add to the old 
image they see, the limited picture they get of what an Air Force 
officer does -- besides " ••• fly a plane like an engineer drives a 
locomotive, and sooner or later crash ••• n6 and one begins to see 
6 Infra, PP• 235, 236. 
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t he obstacles to this public really seeing the Air Force officer 
career for what .it is, today. 
This "blocking of the facts" -- even of known facts -- is 
not claimed as an original discovery; it is recalled here only be-
cause it seems to help focus attention on the problem. Psycholo-
gists point out that attitudes developed as a result of membership 
in definite social "reference groups" are very difficult to change.? 
They (the psychologists) also add that a person's "perception can be 
so colored by the images he has developed through group membership 
over the years that new ideas, although "received" correctly, can 
be (1) rejected, or (2) transformed to fit the person's frame of 
reference and, thereby, be perceived, at best, as exceptions to the 
rule, exceptions to the rule that he "knows" to be true.S 
This approach of the p~ychologists leads the investigator 
to an early (although tentative) conclusion that a good part of the 
ttfalse image" of the Air Force officer career and, therefore, a 
good part of the reason for the low prestige rating of the Air 
Force officer career, is the bverriding, long-standing, out-of-date 
image associated with the MIL~TARY generally. 
Samuel P. Huntington, Harvard University instructor, in his 
?Eugene L. Hartley and Ruth E. Hartley, Fundamentals of 
Social Psychology (New York: Alfred A. Knopf, 1955), p. 674. 
8Hartley and Hartley, op. cit., pp. 132-140. Also, Derwin 
Cartwright, "Some Principles of Mass Percussion", in Katz, et al. 
Public Opinion and Propaganda (New York: The Dryden Press, 1954), 
p. )86. 
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recent book, The Soldier And The State,9 points out the many 
forces in our history that could account for th? negative reac-
tion to the MILITARY. A few among many that he cites are the 
f ollowing: 
9s amuel 
Mass.: Belknap 
10Ibid., 
llrbid., 
12rbid., 
13Ibid., 
14Ibid. 
l 5Ibid. , 
1. The Protestant ethic which saw the mili-
tary as "passively destructive; pure con-
sumers; parasites living off the fruit of 
other men's labors.nlO 
2. The feeling that the standing army was "a 
threat to the peace, a threat to democracy, 
and a threat to economic prospe~ity.»ll 
J. "The feeling that 'armaments are the cause 
of wars, and that standing armies and pro-
fessional officers were natural instruments 
of aggression'."l2 
4. Stuart Chase's 1920 comments " ••• bemoaning 
the wasted energies of the millions of work-
ers he figured were require~ to maintain 
America's peacetime military forces.nlJ 
. ' 
5. The constantly emphasized " ••• futility, in-
humanity and barbarousness of military life •••• 
Military professionalism being economically 
wasteful, socially useless, and ethically 
backward."l4 
6. "The triumphs of anti-militarism owing not to 
Bolshevism but to the natural apathy of the 
American people, their inherent dislike of war, 
their linking the military only with war, and 
their faith in a future of peaceful progress.nl5 
P. Huntington, The Soldier And The State (Cambridge: 
Press of Harvard University Press, 1957). 
P• 223. 
P• 156. 
p. 226. 
p. 292. 
p . 288. 
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Mr. Huntington mentions another factor that can account for 
the old image having been formulated -- and sticking; a factor 
that many (of us) in the Air Force only since World War II may not 
have thought of: the military writers themselves did much to cre-
ate and perpetuate the old image. Their only defense (although a 
damning one) is that the image they wrote about was, apparently, 
the real one at the time. 
"Iri 1905," he says, "one military officer wrote an article 
on 'The Cardinal Vices of The American Soldier'; these vices in-
cluded: 'personal independence, rebellious spirit, excessive 
wants, ••• self-interest, ambition and contempt of humble things 
and duties.' These," Mr. Huntington adds, "are the very character-
istics which most civilian Americans would list, under different 
names, perhaps, as national virtu8s rather than vices. With such 
an ideological gap between the military and civilian worlds," he 
continues, "the attempts in those days of officers to justify their 
services were bound to fall on deaf ears.l6 
"Military officers,n he goes on to say~ "vented their scorn 
on the pacifists who, they claimed, based their theory on man as he 
ought to have been, not on man as he was. 17 
"Military writers were vehement in their attacks on indi-
vidualism, and went to extremes in their glorification of the mili-
tary values: subordination, hierarchy, discipline; unthinking, 
16Ibid., P• 269. 
l?Ibict., p. 258. 
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instinctive, prompt obedience. 18 
"Military discipline," the writers continued, according to 
Huntington, "is invaluable because it never reaso~s.ttl9 
Even the academies were described by the military its~lf as 
superior places for developing unthinking discipline. It wasn't 
so long ago, Mr. Huntington points out, that cadets at the Mili-
tary Academy were confined strictly to the post for four years 
and were not allowed to receive, possess, or use pocket money 
a minor indication of the Academy's isolatiori as a milita~y 
monastery. The moral superiority of the military life, according 
to Huntington's quotations, rested on its freedom from the "sor-
didness and misery of the money getting trade." The order, dis-
cipline and regularity of the academy led to "military content-
, 
ment; whereas, ••• the frantic rush and bustle, chaotic self-seeking 
and injustice of civilian life made discontent endemic to civilian 
society. Peace of mind, freedom from the never satiated drives for 
material gaiq were only possible,'' said the writers, "in the self-
discipline and restraint of, military life.n20 
One naval officer is quoted as writing in the press as late 
as 1927, " ••• the spirit of individualism is infiltrating the serv-
ices and undermining their effectiveness; ••• it is high time that 
this individualism be brought under control.n21 
18Ibid. 
19rbid. 
20rbid., p. 268. 
21Ibid., p. 267. 
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Even to the casual reader of the findings of this question, 
do not these quotations ring - almost too clearly - of the same 
bell that was sounding when the respondents were citing their 
reasons for listing Air Force Officer as a LEAST LIKE career? 
Mr. Huntington points out elsewhere in his book that during 
and after World War II the position of the military in our society 
changed, and that as this happened, the internal working of the 
military changed also. He mentions General MacArthur as publish-
ing the first word of the change when he said: " .... subjective 
loyalty is to replace objective obedience as the prime military 
virtue.n22 (What corporation today doesn't ask for "subjective 
loyalty"?} 
But attitudes are deep seated. And, it seems, that in 
spite of the changes that began with General MacArthur's state-
ment, and in spite of the completely "new look" to the career in 
the modern Air Force, the old images have a way of coming to the 
surface to block out all the information that one may see in the 
newspapers, in the periodicals, and on TV -- especially when a 
parent is confront.ed with the idea of a son considering a "mili-
tary" career. 
Danger, of course, was also one of the main reasons cited 
for listing "Air Force Officer" as a LEAST LIKE career. A discus-
sion of this point will be reserved, however, until a later ques-
tion. Yet, it can be stated that the dramatic aspect of a plane 
22 0 Ibid., p. 3 4. 
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crash -- played to the hilt with movies of the smoldering wreck-
age reaching the living room at dinner time, via TV -- helps to 
support the image of a completely dangerous career, and aids in 
bringing to mind all the other objections to the "military" career 
to which the parent might otherwise be inclined to overcome. 
In summary, then, the findings of this question clearly in-
dicate that such values as (1) the freedom to think and grow to 
one's greatest personal development according to one's own capa-
bilities, (2) the opportunity and requirement to express one's self 
and his thoughts, (3) a "normal" family life, and (4) a chance to 
render constructive service to the nation and to "man", are among 
the values that this 11 best educated" sample look for in a "prestige-
ful 11 career. 
But, although most of the values rated highest can be found 
in the career as an Air Force officer -- including those special 
values attributed to the professions, the scientists, etc. -- and 
although great amounts of information are in the media to "inform" 
the public; still, it appears, old prejudices and out-of-date 
images of the old "military" prevent this public from seeing in the 
Air Force officer career those values which could make it "prestige-
ful" to them as a career for their sons, today.23 
23
some readers may chide the investigator for referring to 
1905 and 1927 images as "old". Yet, in terms of the drastic 
changes in every phase of American life, in military life, and 
particularly in what now is Air Force life, 1905 and 1927 are old. 
As a matter of fact, the "recency" of these years called "the old 
days" appears to be one of the causes for their still having such 
a positiv~ "negative effect" in 1958. 
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QUESTION #4 
Statement and explanation of the question 
The respondent was handed another Scalometer (Figure 2)* 
and was asked to rate the "prestige sound" of each term shown 
in the list. The following introduction to the question was 
read by the investigator: 
"On the paper that I have just given to you, 
there is a list of terms commonly used in 
discussions on business and government. Each 
carries with it a different "prestige value" 
for each of us. Now, as on the Scalometer 
used in Question #1, there are ten possible 
numerical choices shown on the scale for each 
term -- from plus 5 to minus 5, and a· "No 
Opinion" choice. As quickly as possible, in 
order to get your immediate reaction, would 
you please put a check-mark in the box, one 
for each term, which best tells how you react 
to the "prestige sound" of the term itself. 
Again, please rate only the reaction you get 
to the sound of the term as; you see or hear 
it, without trying to associate the term with 
a person or, in some cases, · a job the term may 
describe. 
*Figure 2 follows 
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FIGURE 2 
QUESTION 4 
STAPEL SCALOHETEH.l 
(USED FOR MEASURING "PRESTIGE SOUND'! OF TERMS) 
No 
.J.5 f4 t3 f2 tl Opin -1 ion 
Junior Executive 
Armed Forces Officer 
Government Employee 
Publ ic Service Corporation 
Military Leader 
Executive 
Air Force General 
The Corporation 
The Military 
Political Appointee 
Pilot 
Military Brass 
Executive Dining Room 
Professional Soldier 
2nd Lieutenant 
Officers' Mess 
. 
Top ·Management 
Flying Executive 
Commander (Commanding 
Officer) 
80 
-2 -3 -4 -5 
lcopyright, Dd Jan Stapel, Netherlands Institute of Public Opinion, Amsterdam. 
Normally used for rating occupations; adapted by the investigator for use in rating 
"terms" . 
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Objective behind the question 
Social psychologists call attention to the significance 
of words as symbols which can indicate and evoke attitudes. 
"Words, as the most frequently used symbols in communica-
tion, warrant special study. They refer to things, but they are 
not things in themselves ••• They may indicate attitudes, although 
they are not attitudes ••• They may stand for feelings ••• Their final 
effect depends on the individual who perceives theffi.n24 
The Gallup study (Previous Study #1) 25 in an isolated ques-
tion concerning public reaction to the term ''MILITARY BRASS", found 
that " ••• 36 per cent said the term suggested something favorable to 
them; 27 per cent said it suggested something unfavorable; 23 per 
cent said it suggested something both favorable and unfavorable; 
and 14 per cent expressed no· feeling one way or another.n26 
From the theory of the social psychologists, and from the 
hint given in the Gallup study, the investigator concluded that it 
would be valuable (and interesting) to see if the negative atti-
tudes toward the Air Force officer career could be brought out by 
words associated with the Air Force officer career, and with the 
military career, generally. Therefore, the listing in Figure 2 
was prepared. As may be noticed, several military terms and titles 
24Hartley and Hartley, 2£• cit., pp. 99-100. 
25supra, p. 6. 
26Public Opinion Surveys, Inc., QE• cit., p. 15. 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
were interspersed among terms and titles used in business. The 
business terms and .titles selected included those which, it was 
estimated, would have relatively high prestige sounds, and would, 
thereby, provide a good basis for _comparison. 
Specifically, the investigator felt that to obtain the re-
spondents' reaction to these terms and titles would: 
Findings 
1. T~nd to indicate, further, the internal 
consistency of the respondents' expressed 
negative attitude toward the Air . Force 
officer career. · · 
2. Show whether or not certain military terms 
would evoke stronger reactions than others, 
and, thereby, indicate whether or not the 
Air Force might not profit by stressing 
selected "symbols" while avoiding others, 
in public relations and advertising pro-
grams generally, and in any program de-
signed to explain the "new approach", par-
ticularly. · 
As shown in Table X: 
1. The term "EXECUTIVE" received the highest 
combined rating; 11 AIR FORCE GENERAL" re-
ceived ~he next highest combined rating. 
2. Women actually rated "AIR FORCE GENERAL" 
the highest; Men rated this terni second 
highest, after "EXECUTIVE". 
3. The (military) term 11 COIVJMANDER or COMMAND-
ING OFFICER" received the third highest 
combined rating, having been rated third by 
Women, and sixth by Men. 
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The more general military terms (th~se 
lower on the "ladder of abstraction")27 
received progressively lower ratings. 
"2ND LIEUTENANT" was the exception. How-
ever, several respondents volunteered the 
comment that they 11 ••• had to rate "2ND 
LIEUTENANT" .fairly low" because, as they 
saw it, 11 ••• he was just beginning." 
The civilian telrms, "EXECUTIVE", "JR. EX-
ECUTIVE", "TOP MANAGEMENT", and 11 THE COR- . 
PORATION", were included in the top six 
ratings. (It is interesting to note that 
"JR. EXECUTIVE~ rated fourth position in 
the combined scores, even though -one might 
say that a "JR. EXECUTIVE", as much as a 
"2ND LIEUTENANT" could be considered as 
11 
••• just beginning."} 
The . term "MILITARY BRASS" received an even 
greater negative rating than it did in the 
'\ Gallup study. 
27s. I. Hayakawa, Language In Action (New York: Harcourt, 
Brace and Co., 1941), p. 12 -7. A "ladder" of terms describing 
the same thing or group of things; starting with the more general 
"abstract" term at the bottom "rung" and ascending to the more 
nearly exact term at the top; viz: "Military Brass", 11Armed 
Forces Officer", Air Force Officer", "Air Force General", etc. 
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TABLE X 
SCALOMETER RATINGS OF THE PRESTIGE SOUND 
OF SELECTED TERMS 
MEN AND WOMEN 
COMBINED RANK ORDER (R/0) BY "OVERALL NUMERICAL RATING"l 
R/0 Term 
"Overall Numerical Rating" 
Com-
Men R/0 Women R/0 bined 
1 Executive 59 #2 68 #1 127 
2 Air Force General 60 #1 . 54 #2 114 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
17 . 
18 
19 
Commander (Commanding 
Officer) 40 #5 
Junior Executive 38 #6 
Top Management 53 #3 
The Corporation 43 #4 
Military Leader 37 #7 
Public Service Corporation 35 #8 
Armed Forces Officer 26 #9 
Pilot 
2nd Lieutenant 
Flying Executive 
The Military 
Officers' Mess 
Government Employee 
Professional Soldier 
Executive Dining Room 
f 
Military .Brass 
Political Appointee 
21 #10 
12 #12 
15 #11 
6 #13 
-6 #17 
2 #15 
3 #14 
-5 #16 
-33 #18 
-35 #19 
42 #3 
35 #4 
28 #6 
29 #5 
18 #11 
21 #9 
26 #7 
19 #10 
. 23 #8 
17 #13 
11 #14 
18 #12 
' 7 #15 
1 #16 
0 #17 
-28 #19 
-27 #18 
82 
73 
73 
72 
57 
56 
52 
40 
35 
32 
17 
12 
9 
4 
-5 
-61 
-62 
lFor explanation of how the "Overall Numerical Rating" was 
comput ed, the r eader is referred to footnote, Table V, p. 52. 
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Comments 
The most signific.ant finding in this question is what, at 
first, appears to be a paradox: On the one hand, there is the 
low rating given to "Air Force Officer" in Question #1, plus the 
large number of times "Air Force Officer" was selected as a LEAST 
LIKE career in Question #2; on the other hand, there is the very 
high rating given "AIR FORCE GENERAL" by both Men and Women in 
this question. 
A recognized phenomenon appears to be operating here: 
1. As confirmed during another part of the inter-
view, this group makes a great distinction between "prestige of 
the Air Force" as a governmental agency, and th~ "prestige of the 
career as an Air Force Officer." That is to say, the low prestige 
ratings in Question #1 and . Question #2 do not mean that this group 
does not admire, is not proud of, or does not respect their Air 
Force; nor does it mean that this group does not admire, is not 
proud of, or does not really respect Air Force officers, generally. 
It's just that this admiration, pride, and respect do not seem to 
count heavily when this group weighs careers on the prestige scale 
- for their college-educated sons. 
Solomon Asch, in Social Psychology, points out 
that it is fairly common for people to admir~ a person's status 
from a distance, and to rate it relatively high on the prestige 
scale, yet not consider that status worth the career one must have 
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to achieve it.28 The findings of this question show conclusively 
that this group does attribute high prestige to the sound of "AIR 
FORCE GENERAL", but that fact seems to have no bearing on making 
the Air Force officer career a "prestigeful" career for their 
sons. As one respondent said, "I have great respect for an Air 
Force General, but when I think of what he has to go through to 
get there, I just could not see it for my son.n29 
2. This phenomenon was mentioned briefly in the 
Comments section of Question #2, page 59, although it was phrased 
differently. It had been pointed out that the people will tend to 
express one attitude on an abstract basis, and a different one when 
the problem comes closer to home. An illustration of this phenome-
non, which makes an interesting parallel to the case at hand, comes 
from the findings of another nationwide study made by the National 
Opinion Research Center (University of Chicago) in 1947.30 The 
study was made in an effort to assess the attitudes of the American 
public toward 90 different occupations. A discussion of one part of 
the findings is quoted, as follows: 
28 
" ••• Public service ranked near the top. 
Not only did such officeholders as 
"Justice of the Supreme Court" rate 
Asch, QQ• cit., P• 524. 
29Male respondent. His picture of the Air Force officer ca-
reer, as revealed later in the interview, was about 25 years out 
of focus. 
3°National Opinion Research Center, University of Chicago; 
Excerpt from NORC Survey of Popular Evaluation of Jobs and Occu-
pations (Survey #244- Spring 1947), Appendix A, pp. 238, 239. 
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extremely high, but the same ge~eral find-
ings held for "Mayor of a large city", 
"Congressman", "County Judge", etc. Yet, 
when asked a series of concrete questions 
about their attitudes toward politics, the 
public revealed a fundamental cynicism 
which seemed far removed from the view that 
public service is an honorable career. 
"To the question of whether or not they 
would like to see their own £QQ 'go into 
politics', two-thirds of the national sample 
flatly said 'No'. The fact that the same 
results were obtained when the question was 
repeated after an interval of two "years in-
dicates that this sentiment is quite rigid.n31,32 
This definite distinction in the mind of this public be-
tween "prestige of Air .Force" and "prestige of th~ term Air Force 
General on one side, and "prestige of the career for their sons" 
on the other side, should be an important consideration in any 
public relations approach to the public. For, as can be deduced, 
a program designed primarily to emphasize the prestige of the Air 
Force as a. Service will not necessarily have an effect on the prob-
lem of raising the prestige of the Air Force officer career for 
college-educated young men -- especially in the eyes of their par-
ents. The prestige of the Air Force as an entity is already high; 
as a prestige "term", "AIR FORCE GENERAL" -- to repeat -- rated 
31Hyman and Shea.tsley, in Katz, Public Opinion and Propa-
ganda, 2£• cit., P• 40. 
32The only listing in the military officer category was 
"Regular Army Captain"; this was ranked 32 out of 90 occupa-
tions, ranging from "U. s. Supreme Court Justice" to "Shoe 
Shiner", Appendix A, pp. 23B, 239. 
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the highest on the list. But, the problem of r~ising the pres-
tige of the Air Force officer career in the minds of the "best 
educated" parents is, truly, as shown by the findings of this 
question, a separate problem. Thi~ separate problem, it should 
be restated, is the only problem treated in this study. 
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QUESTION #5 
Statement and explanation of the question 
The following was read aloud to the respondent by the 
investigator: 
"And now, please assume that you are planning 
to make two separate lists of attributes that 
make a man successful in his life's work. By 
"attributes" I refer to such qualities as "De-
cisiveness, or the ability to make decisions;" 
"The ability (and desire) to assume risks;" 
"A warm regard for human beings, coupled with 
a thorough understanding of human relations;" 
etc. 
"One of the two lists you are planning to make 
would be a list of attributes of the "BUSINESS 
LEADER" or as some refer to him, a "BUSINESS 
EXECUTIVE." . 
"The other list would be one showing the attri-
butes of the 11MILITARY LEADER. 11 
Without actually making the two lists, please 
answer the following: 
1. · Off hand, do you believe that there 
would be certain attributes in your 
list for the "MILITARY LEADER" that 
would not, necessarily, be required 
of the "BUSINESS LEADER 11 (or "EXECU-
TIVE")? 
YES ___ _ 
NO 
-----
2. Also, off hand, do you believe that 
there would be certain attributes 
in your list for the 11 BUSINESS 
LEADER" (or "EXECUTIVE") which would 
not necessarily be required of the 
"MILITARY LEADER"? 
YES 
-----
NO 
-----
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Objective behind the gue~tion 
This question was designed to focus the respondents' think-
ing on the dichotomy that had been indicated only generally in 
Questions #1 and #2, and which had been pointed to only casually 
in Question #4! the differences between a "military" officer ca-
reer (soon to be limited in the funneling process to the Air Force 
officer career) on the one hand, and a "significan~'civilian ca-
~eer f6r a young college graduate, as seen by 'the ibest ~ducated" 
public, on the other. 
The immediate, off-hand, "Yes" or "No" type of response was 
desired because it appeared to be a simple way of determining the 
"salience" of the belief that a military career is a separate and 
distinct entity, calling for a different background and different 
attributes from those required for success in the "significant" 
civilian careers this group envisions for their sons. 
That this "separate" (and perhaps erroneous) image was 
thought to exist, was discussed in the presentation of the "new 
approachn.33 
Findings 
As shown in Table XI: 
1. Twenty of the thirty respondents said: "Yes, 
there 1ll:!2 attributes required for success as 
a "MILITARY LEADER" that are not required, 
necessarily, by a "BUSINESS LEADER" ("EXECU-
TIVE").n Of this twenty, fourteen were 
33supra, p. 17. 
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women. (That .is, fourteen out of a total of 
fifteen women respondents replied "Yes".) 
2. Twenty-two of the thirty respondents said: 
"Yes, there ~ attributes required for suc-
cess as a "BUSINESS LEADER" ("EXECUTIVE") not 
required, nec.essarily, by a "MILITARY LEADER". 
Of this twenty-two, thirteen were women. 
(That is, thirteen out of a total of fifteen 
women respondents replied "Yes".) 
.. 
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TABLE XI 
SUMMARY OF OPINIONS 
OF 
MEN AND WOMEN 
ON THE QUESTION: 
"Are the attributes needed for success ·as (1) a 
'Military Leader' and (2) a 'Business Leader' the 
same or different?" 
"Off hand, do you believe 
that there are attributes Yes: 9 ' 13 
needed for success as a 
'Business Leader' which 
are not necessarily needed No: 6 2 
by the 'Military Leader'?" 
92 
22 
8 
30 
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Comments 
1. The women's almost unanimous "Yes's" to both parts of 
the question were given with little hesitation. To the women, 
then, for whom there had been little hesitation in selecting "Air 
Force Officer" as a LEAST LIKE career in Question #2 (11 women out 
of 15), there appeared little doubt, at least as a first reaction, 
that there was a great difference in the attributes of a "MILITARY 
LEADER" and those of a 11 BUSINESS LEADER 11 ("EXECUTIVE"). The 
"separate" image of the "military man" emerged clearly. 
2. Men were more hesitant in their answers, and, as shown, 
were more definitely divided in their opinions. Still, even among 
men, although only one-third saw the need for special attributes 
for success as a "MILITARY LEADER", two-thirds saw the need for dif-
ferent attributes for success as a "BUSINESS LEADER" ("EXECUTIVE") 
as many of them were. 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I , 
-I 
I 
I 
94 
. QUESTION #6 
Statement and explanation of the question 
Each respondent who answered "Yes" to either part of the 
preceding question was then asked: 
1. What are some of the attributes required 
for success as a "MILITARY LEADER" which 
you feel would not be required, _neces-
sarily, for success as a "BUSINESS LEADER" 
( 11 EXECUTIVE 11 )? 
2. What are some of the attributes required 
for success as a "BUSINESS LEADER" ("EXECU-
TIVE") which you.feel would not be required, 
nScessarily, for success as a "MILITARY 
LEADER"? 
Objective behind the question 
This question was designed to bring out more of the image 
of the "distinct" and Pseparate" military career envisioned by 
this group; and, to further identify those attributes which this 
group holds to be "prestigeful" - but which they do not associ-
ate with the military (Air Force) career. 
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Findings 
The attributes cited by different respondents, like the 
"reasons" they cited for sel-ecting the "MOST LIKE" and "LEAST 
LIKE" careers in Question #2, were expressed in various ways. 
Therefore, composite descriptions of the attributes were made. 
These "composite attributes" (including as much of the original 
wording as possible, and the numbers of respondents citing each 
attribute) are shown in Tables XI and XII. 
It is suggested that the reader: 
1. Look over Table XII, "Attributes Needed 
By 'Military Leaders' But Not Needed By 
'Business Leaders'. 
2. Proceed to Table XIII, "Attributes Needed 
By 'Business Leaders' But Not Needed By 
'Military Leaders'•" 
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TABLE XII 
ATTRIBUTES 
NEEDED BY "MILITARY .LEADERS" 
BUT 
NOT NEEDED BY "BUSINESS LEADERS" 
1. 
2. 
Attribute . 
The narrow, channeled "military 
mind" (and the internal make-up) 
to accept the rigid, exacting 
discipline of an authoritarian 
caste system; this includes the 
ability to completely subordin-
ate one's "self" to the hier-
archy, and the willingness to 
give "blind obedience" to superi-
ors. 
Greater courage - "heroism", 
"cold-bloodedness", or "ruthless-
ness" - to deal with the lives of 
others when the jon calls for it. 
Men 
6 
3 
3. A willingness to curb initiative 
and vision because of the fear of 
the penalty for making a mistake: 
a note on the record that can 
never be erased, and which can 
hold back chances for advancement.* 2 
4• Greater ability (than the Business 
Leader) to make quick, snap, judg-
ments and decisions. · 2 
5. A willingness to be "gagged"; to 
give up one's "birthright" to free-
dom of speech and thought.* 1 
Women 
9 
4 
2 
2 
2 
96 
Combined 
Total 
15 
7 
4 
4 
3 
* Seen by several respondents as further description of the 
"Military Mind". 
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TABLE XIII 
ATTRIBUTES 
I 
NEEDED BY "BUSINESS LEADERS" 
BUT 
NOT NEEDED BY "MILITARY LEADERS" 
Attribute 
1. Diplomacy, kindness, consider-
ation, and thoughtfulness in 
dealing with people - espe-
cially those working for you. 
A sense of responsibility for 
the feelings of others. 4 
2. More ability and training (than 
the "Military Leader") to think 
of the Big Picture - of overall 
planning, forecasting; more abil-
ity to make big, sweeping deci-
sions. 4 
3. A desire (and the ability) to 
think independently; to deal with 
new ideas which can improve man-
agement, the end-product and per-
sonnel relations; the desire and 
ability to create. 3 
4. The ability to take sound economic 
risks with other people's money; 
this involves a sense of economic 
values - an understanding of 
nature of profit and the need for 
it, with the resultant, constant, 
consciousness of what an item or job costs or will cost un~er chang-
ing conditions. 2 
Women 
3 
2 
3 
3 
98 
Combined 
Total 
7 
6 
6 
5 
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7o 
8. 
TABLE XIII 
(continued) 
Attribute 
More drive and initiative 
(than the "Military Leader"). 
A drive, urge, or desire to 
amass great wealth. 
More ability (than the "Mili-
tary Leader") to judge men -
to select the right man for 
the job. 
A keen interest in the indus-
trial capabilities of the 
nation - and a constant aware-
ness of the economic conditions 
of the cpuntry. 
' 
99 
Combined 
Men Women Total 
1 1 
1 1 
l 1 
1 1 
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Comments 
(All comments on the attributes shown in Tables XI and 
XII must be prefaced with the observation that the respondents 
found it very difficult to think of actual differences in the 
attributes of a 11MILITARY LEADER 11 and those of a "BUSINESS 
LEADER" ("EXECUTIVE") after having committed themselves to the 
opinion that there were differences. Suddenly the salient 
"image" was difficult to define.) 
The reader may have noticed that most of the "high score" 
·attributes cited as peculiar to the "MILITARY LEADER" (with the 
exception of "Great courage ••• " etc.) reflected the same "reasons" 
that had been given in Question #3 for selecting the Air Force 
Officer career as a "LEAST LIKE 11 career: "the lack of any require-
ment to think, or of the opportunity to express one's self, if one 
did think"; the 11blind obedience"; the "willingness to be 'gag-
ged'"; the necessity of "completely subordinating one's self'"; 
etc.34 
34with regard to "the willingness to be 'gagged'," four re-
spondents mentioned having read of the (then) recent announcement 
by the u. S. Secretary of Defense that military officers would be 
prohibited from making public comments about the President's 
"Pentagon Reorganization" Plan. They said, in effect, "you see, 
this ia what I mean." Two other respondents justified their com-
ments by referring to a statement made by Lt. General James M. 
Gavin!. USA (now retired) in which he allegedly listed "gagging" as 
one o1· the m&in re~sons for his having left the Army~ (Could this 
be 11 selective perception" operating? i.e~, picking out of the mass 
of information about the Services in the news only those items 
which "fit in" or support their own attitudes? ) 
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The key phrase used by respondents in listing the attri-
butes peculiar to the "MILITARY LEADER" sums up· ail of these 
ideas: " ••• he needs a military mind." 
The reader may be as fascinated as the investigator was 
by the similarity between the respondents' reference to the 
"military mind" (as indicated by those attributes marked with an 
asterisk in Table XII) and the reference made by Samuel P. Hunt-
ington in The Soldier And The State: 
"Many writers," he says, " ••• have emphasized 
the low caliber of the 'military mind'. The 
intelligence, scope, and imagination of the 
professional soldierJ5 have been compared un-
favorably to the intelligence, s·cope, and im.;,. 
agination of the lawyer, the business man, and 
the politician. This presumed inferiority has 
been variously attributed to the inherently in-
ferior talents and abilities of the military 
profession which discourages intellectual in-
itiative, and to the infrequent opportunities 
which an officer has actively to apply his 
skill.n36 
Switching for the moment to the attributes listed as "needed" 
by "BUSINESS LEADERS" (Table XIII), one finds mainly just the "other 
side of the coin" with regard to "thinking". The "BUSINESS LEADER" 
needs to think independently; he needs to deal with new ideas and 
the "broad picture". Also, he needs diplomacj, kindness, consider- · 
ation of human relations; implying, of course, that the "MILITARY 
LEADER" does not, necessarily, need any of these. 
35cf. anti, p. 84. Note how low the term "Professional Sol-
dier" was rated on the Scalometer. 
36Henderson, 2£• cit., p. 59. 
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As in the case of the "reasons" listed by the respondents 
for selecting the "MOST LIKE" careers in Quest:i,on #3, one could 
argue that all of these 11prestigeful" attributes ~ required in 
the military (Air Force) officer. 
(Certainly, the Department of Defense has taken 
great steps in permitting in fact, insisting 
upon -- promotions on the basis of merit. But 
these people do not know about it.) 
(Certainly, the Air Force has made great strides 
in stabilizing tours of duty so that moves will 
be made less frequently. But to these people, 
there is "constant moving" -- and people are 
treated like "freight", or like "pawns" on a 
chess-board.) · 
(Certainly, the requirement to "think broadly", 
and to see the "bigger picture" and the "long-
range view" are inherent in the Air Force offi-
cer career today. Even "the ability to take 
sqund risks with other people's (taxpayers') 
money; and the requirement to have an understand-
ing of the nature of pnofit; and a constant con-
sciousness of the cost of each asset under chang-
ing conditions" are all part of the Air Force 
management concept. Certainly, the development 
of these qualities is an objective of the Air 
University and other Service schools• But these 
people are not aware of it.) 
(Certainly, Air Force management practices reflect 
the latest in thinking on "human relations", but 
these people see little place for such matters in 
a "military machine" that operates on unthinking, 
mechanical, and blind obedience.) 
.. 
At this point in the study, however, it seems even more 
important to note that in spite of rating the "prestige sound" of 
"AIR FORCE GENERAL" extremely high on the Scalometer in Question 
4, page 84, this group apparently rates the Air Force officer ~­
~ low because of the "image" it has of the career -- the same 
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"unfruitful", long-standing, stereotyped image cited by Huntington. 
Therefore, regardless of how many of the positi~e attributes of the 
"BUSINESS LEADER" which one might show are equally applicable to 
the "MILITARY (AIR FORCE) LEADER", it must be repeated that at the 
moment, this group does not ~those things in the career. 
After reading the list of attributes ascribed by this group 
to the "MILITARY LEADER" one cannot help but see how such an un-
favorable image would trigger off a negative reaction if a son were 
to come home and say: "Mom, I'm thinking about ac·cepting a commis-
sion as a Regular Officer in the Air Force." Nor can one help but 
realize the influence such a negative attitude toward the military 
career would have on the son as he was growing up and acquiring 
"family attitudes". 
It already has been mentioned that this group experienced 
difficulty in actually identifying the differences in attributes 
between a "BUSlNESS LEADER" ("EXECUTIVE") and a "MILITARY LEADER". 
This in itself, it see~s, is an important finding; for, in the opin-
ion of the investigator, there are few, if any, differences to be 
found. 
In a separate study completed while attending Boston Univer-
sity, the investigator made a comparison of at~ributes listed by a 
wide cross-section of civilian and : military publications37 as being 
"essential for leadership". The similarity of the attributes described 
was so striking that a reader .would wonder which source had copied 
37The complete Bibliography for the comparative study, Attri-
butes of The Business Leader (Executive) And The Military Leader: 
The Same or Different? will be found in Appendix A, pp. 241, 242. 
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from the other. 
Although authors had individual lists of their own --
ranging from "Ten Attributes of a Leadern3S to "350 Attributes 
of Leadership»39 -- and, although most authors recognized the 
differences in types of leaders, certain common attributes 
appeared consistently in both civilian and military writings. 
This consistency indicated to the investigator that civilian 
enterprise and the military (the Air Force in this case) are 
looking for essentially the same attributes in the young men 
they want to fill "Jr. Executive" and "Jr. Officer" ranks, re-
spectively. Among these common attributes are: 
1. The ability to mak~ decisions. 
2. The ability (and desire) to a.ssume re-
sponsibility. 
3. The ability (and "drive") to achieve; 
the inward motivation to strive for 
success. 
4• The understanding of the importance of 
"communication", and the ability to 
"communicate" well. 
5. The ability to be both a leader and a 
follower, at the right time. 
6. The ability (and desire) to thoroughly 
understand human relations. 
7. The ability (and desire) to learn, and 
to grow while learning. 
38aeorge D. Halsey, How To Be A Leader (New York: Harper 
& Bros., 1954), Chapter 1, title. 
39The Army ROTC Infantry Manual (Pennsylvania: The Military 
Services Publishing Co., 1942; revised 1953), pp. 23-26. 
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8. The ability (and desire) to be a "gener-
alist",. eventually; i.e., to be able to 
and want to broaden out eventually into 
the "bigger picture" aspects o~ the job 
and the organization. ' 
9. Courage J 
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One of the most dramatic findings of that study was the 
agreement found to exist regarding the way "courageous leader-
ship" should be manifested in both civilian and military life. 
Because so many of the respondents in the current study 
mentioned "great courage ••• to deal with the lives of others when 
the job calls for it" as more a requirement for the military 
leader than the business leader (page 96), and because they associ-
ated terms like "cold bloodedness" and "ruthlessness" and "heroic 
bravery" with the term courage, further comment · on this point is 
warranted at this time. 
Although it is common to think of cold bloodedness, bra-
vado, and heroic courage as being especially applicable to the 
military, because of so many stories of heroic deeds in times of 
crisis, courage, according to both military and civilian writers, 
is a quality that applies to people in every profession. If a 
courageous man will be defined (as the Air Force defines him) as 
n ••• one who i s prepared to stake his all on his ' ideal,n40 then it 
becomes difficult to say that courage belongs peculiarly to the 
military leader. It can belong to any man (or woman) in any en-
deavor. The investigator's purpose here is not to philosophize; 
rather, it is to highlight the fact that even within the armed 
4°Air Force Manual 50-21, Living For Leadership (Washington, 
D. C.; U. S. Government Printing Office, 1953) ,· P• 69. 
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forces -- where one migh.t look for stirring words on courage as a 
requisite peculiar to the military, or words describing special 
types of courage required in the military -- one simply does not 
find them. 
In its most recent manual on leadership, the Air Force says 
of courage: " ••• It is evident, then, that courage is not a virtue 
that stands alone. It meets all the other virtues at their testing 
point. For a man is not a just man unless he is willing to sacri-
fice all for the sake of justice. He is not a charitable man un-
less he is willing to practice charity, regardless of the cost to 
himself. We must be men of courage, therefore, or we have no funda-
mental value ~t all •••• Man seems to have an inherent urge to the 
performance of heroic deeds and toward the admiration of heroes, 
yet it is the courage of the commonplace that is the groundwork of 
all greatness. As leaders, we must give heroism back to a jaded 
world. Men need ideals to strive for; they need stars to reach 
for •••• Leaders must show them that life is filled with courage; 
that men who dare to live it to the hilt every day are heroes.n41 
This, then, is the courage implicit in all of the nine (and 
more) attributes of the business leader or executive as well as of 
the military leader; this, then, is the courage one needs to make 
decisions, assume responsibility, take risks, venture into the 
realm of the generalist, to achieve, to sacrifice for work and for 
ideals, to make sound policies that take into consideration human 
41 Ibid., pp. 70-71. 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
107 
values and human relations principles, and to communicate bravely. 
One might recognize this as the same cour~ge that Senator 
John F. Kennedy writes about in his book, "Profiles In Courage" 
when he refers to " ••• that grace under pressure; that courage to 
do what any man rightfully should do despite personal consequences 
- despite risk to personal and public lives.n42 
If someone should insist, "yes, but what of the courage to 
give one's life; is this not peculiar to the military in time of 
war?" Again, Senator Kennedy, or many, many others, could be 
quoted to say 11no" to this question. Although more military men 
may have been called upon to give their lives, the willingness to 
do so can be found in many men - including those who rise to top 
management or top leadership - in any phase of life. 
As to the ability to deal decisively and objectively with 
the lives of men (even "cold-bloodedly"), on first thought one could 
accept this as peculiar to the military. True, during war the mis-
sion does call for actiQn that may surely cost lives. However, talks 
with high-ranking military leaders and business executives on this 
point have convinced the investigator that the "attribute" that en-
ables men to deal so objectively in the midst of crisis - or in the 
calm surroundings of the military planning room. - is the same attri-
bute that i s so valuable to the leader - or executive - in making 
other major decisions: courage. The same courage just discussed. 
42senator John F. Kennedy, Profiles in Courage (New York: 
Pocket Books, Inc., 1957), p. 1. (Originally published by Harper 
& Bros., New York, 1956). The phrase "grace under pressure" is · 
quoted, according to Senator Kennedy, from the writings of Ernest 
Hemingway. 
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And, as a matter of fact, once the leader or executive accepts his 
obligation to execute the "mission" of his organization as his most 
binding responsibility (whether to his nation, to his allies, or to 
his stockholders), the ability to deal objectively with the lives 
of men comes more easily. To illustrate this point: the investi-
gator heard one executive say that as a General in World War II he 
found it easier to be objective in his military planning that called 
for sure risk of men's lives - once he knew that the mission had to 
be accomplished - than he did in drawing up plans to close a whole 
plant, at the direction of the Board of Directors. In the latter 
case, as he pointed out during the discussion, " ••• who could say 
that he was not dealing decisively with the lives of men;' especially 
because the plant in this example was the main source of income for 
the town in which it was located. 
This ability to deal objectively with the lives of men, then, 
does not appear as a requisite peculiar to the military leader. The 
. . 
attribute of courage, broadly defined, is a common attribute needed 
by both business leaders and military leaders to discharge their 
challenging and difficult responsibilities. 
The f act that a career as an Air Force officer does require, 
and does demand that a college-educated young man make use of, the 
same attributes as does a significant career in the civilian econ-
omy, appears to be a cardinal idea which, if put across to the 
"best educated'' public, would help them to see the Air Force officer 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
career as "prestigeful" for their sons. 
• • • • • 
Quiet resolution. 
The hardihood to take risks. 
The will to take full responsibility for 
decision. · 
The readiness to share its rewards with 
subordinates. 
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An equal readiness to take the blame when 
things go adversely. 
The nerve to survive storm and disappoint-
ment and to face toward each new day with 
the scoresheet wiped clean, neither dwell~ 
ing on one's ~uccesses nor accepting dis-
couragement from one's failures. 
Anonymous 
"Business Leader" ("Executive") ? 
"Military Leader" ? 
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QUESTION #7 
Statement and explanation of the question 
The following was read aloud to the respondent: 
"If you were asked to give a talk before 
a club meeting on what a young man going 
into your (or your husband's) occupation 
field would be doing on the job; i. e., 
the type of work he would be doing over 
the years -- you would probably have 
little difficulty in describing the work 
to the group; and, most likely, you would 
discuss the many different types of jobs 
a young man might do within that occupa-
tional field. 
"Further, if a young doctor mentioned to 
you that he was going to specialize as a 
pediatrician, you would most likely have 
little difficulty visualizing what this 
young man would be doing during his work-
ing hours." 
(All r e spondents acknowledged that they 
would haye little difficulty in the in-
stances mentioned above.) 
"Now, please a~sume that a 22-year-old son 
of a good friend of yours dropped by the 
house and announced that he had decided on 
a full-time career as a Regular Air Force 
Officer. 
"What do you visualize him as ac t ually do-
ing throughout his career? How would you 
descri be his work ? 
1. In peacet i me? 
2. In wart ime? 
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Objective behind the question 
At this point the interview narrowed to a discussion or 
the Air Force officer career, alone. 
Whereas up to now the general attitudes toward the Air 
Force officer career, and the "image" of the career, had been 
drawn out indirectly, now the respondent was actually to de-
scribe, in his or her own terms, what he or she "saw" in the 
Air Force officer career, in terms or down-to-earth, normal, 
daily activities. 
This, then, was to define further the image of the Air 
Force officer career as seen by the "best educated" public; and 
possibly, thereby, to give additional clues to the reasons for 
this public rating the career so low on the prestige scale. 
Findings 
Again, the findings were compiled from the respondents' 
narrative answers. The composite replies, and the numbers of 
persons subscribing to each, are shown in Table XIV. Summaries 
of the actual comments made by the respondents, listed by (a) 
men and (b) women, have been placed in Appendix A, pages 243-248. 
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TABLE XIV 
"WHAT AN AIR FORCE OFFICER DOES" 
"What He Does" Men 
"He flies and instructs others in 
flying. He supervises flying activi-
ties, including flying drills, man-
euvers and training flights •" 15 
"He spends a lot of time sitting 
around, waiting for a war or for re-
tirement. He uses up a lot of the 
day - filling out time - in a passive 
role. He sp.ends a lot of time at a 
desk bogged down with routine paper 
work and "red tape'. He passes a lot 
of time away at the club, griping 
about his status and the high cost of 
living an Air Force life." 8 
"He commands units; supervises men; 
supervises administration, as any other 
executive. Leads." 6 
"Instructs others in subjects other than 
flying." 4 
"It depends on his 'Corps' or Branch; he 
has a broad choice of jobs - operations, 
maintenance, aillninistration, etc. - any-
thing, including going to the moon." 5 
"He takes orders; follows instructions; 
is a follower. Lives according to a 
definite routine; lives 'by the book'. 
Plays everything cautious so as to keep 
out of trouble; keeps his nose clean. 
Lives life of a martinet. Places false 
value on destructive activities." 5 
"Leads a pleasant, easy life; hasn't much 
to do in peacetime. Attends functions, 
meets interesting people; gives lectures 
to civilian groups." 3 
Women 
15 
6 
7 
5 
3 
3 
3 
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Combined 
Total 
30 
14 
13 
9 
. 8 
8 
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"What He Does" 
TABLE XIV 
(continued) 
"Does long-range planning of 
strategy and tactics." 
"Studies, attends schools, to 
learn how to conduct a war, and 
to become current on new tech-
niques." 
"Moves; i.e., is moved, shoved, 
pushed, around a lot all over 
the world." 
Men Women 
2 1 
1 2 
2 1 
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Combined 
Total 
3 
3 
3 
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Comments 
The most obvious comment is to call attention to the fact 
that this group was unanimous in mentioning flying as the main 
function of any officer in the Air Force. This was an immediate, 
spontaneous response. "To be in the Air Force is to fly.n4} Be-
yond flying, however, most respondents -- other than those .few 
who had been associated with the Air Force directly or through 
business contacts -- had difficulty thinking of something to say. 
The phrase, "Well, now that I get to thinking about it, I'm not 
sure that I really know," was quite common. 
It is essential that the reader understand that the in-
vestigator "probed" over and over again, to try to get concrete 
answers. This point will have an important bearing on observa-
tions made in the "Comments" on Question #9. 
The reader may be inclined to wonder at the investigator's 
implied dissatisfaction with a unanimous opinion that " ••• to be 
in the Air Force is to fly." The reader might even say, "That's 
exactly what the public should thinkt" 
Actually, the investigator (himself an Air . Force officer) 
has little comment on the public's thinking of' the Air Force pri-
marily as a flying organization; the dissatisfaction at this 
point in the interview was that this public tended, on first re-
action, to think of NOTHING ELSE; and that they found great 
43social Research, Inc., loc. cit. 
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difficulty in getting beyond the first reaction? even under re-
peated questioning. 
Their limited reaction of "flying only", and the nega-
tive attitudes this brings forth in mothers (and · in a greater 
number of fathers than one may think), appeared to prevent this 
group from thinking of the SCOPE of the Air Force officer career. 
This group tended not only to miss the scope of the flying job 
itself, and the breadth of opportunity beyond flying for the crew 
member himself (while flying and in positions on the ground), but 
tende~ to be oblivious to the scope of the career for those who 
might not be flying in any case. The "flying only" reaction 
seemed not only to represent the narrow image these people had of 
the career, but to perpetuate it; that is to say, the narrow image 
seemed to keep these people from seeing anything in the Air Force 
officer career that would call for their sons to ~ their college 
education, and which W<?uld allow their sons to "grow as complete, 
thinking men." 
The remainder of the comments, although at times indicating 
a hint of a broader image, usually turned out to be a picture of 
the Air Force as " ••• just like the Army, excep~ they fly; but the 
marching, the red tape, the living by the book in their own little 
world is still there." 
The reader will note the absence of any distinction in the 
respondents' comments between what an Air Force officer does in 
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peacetime versus what he does in wartime. The general feeling 
was that he did the same thing in peacetime as he did during a 
war, except that during a war "live ammunition was used". And, . 
in time of peace he more or less "filled out time, waiting 
around, passively, except for maneuvers," like the old garrison-
bound "standing" (and waiting) army. 
Nothing of the changed role of the peacetime Air Force as 
an instrument of (changed) national policy during a critical time 
in history came to mind; nothing of what the peacetime activity 
of a dynamic world-wide Air Force constitutes beyond "sitting 
around the fire house, waiting.n44 
All of this does not mean that back in their minds, some-
where, there were not facts which would change this out-of-date 
image. But other factors seemed to keep them from coming to the 
fore, even under rather persistent probing. 
In fact, that this nairow image is more a result of im-
mediate reactions -- reactions based upon long-standing attitudes, 
fears, and ·stereotypes of the military, generally, than the re-
sult of reasoned conclusions-- is indicated ' clearly in the an-
swers given to the next two questions. 
44The Gallup study, Attitudes of Adult Civilians Toward The 
Military As A Career, 2£• cit., .p. 1, lists as a major conclusion 
that "the civilian public does not have a clear-cut idea of the 
role of the various branches of the Services during wartime." 
"Nor during peacetime", could have been added, it appears. 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
117 
QUESTION #f3 
Statement and explanation of the question 
The respondent was handed a sheet of paper-on which the 
following percentages were listed: 
5% ___ _ 
10% ___ _ 
30% 
----
60%. ___ _ 
75% __ _ 
95%. ___ _ 
The investigator then read the following: 
"There are approximately 124,000 officers 
authorized in today's Air Force. Please 
indicate on the form you have before you, 
the percentage of these officers you esti-
mate are actually engaged in flying-- i.e., 
as pilots, co-pilots, or navigator-bombadier-
radar operp.tors -- as their primary day-to-
day job." 
Objective behind the question 
This question was designed to test the "internal consist-
·' 
ency" of the "flying imagen of the Air Force officer career held 
by this group. 
This was expected to be a routine matter in that the in-
vestigator had assumed that this group would select a high per-
centage figure, based upon the finding of the previous study that, 
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nationwide, "To be in the Air Force was to fly~n45 
Findings 
As shown in Table XV: 
1. Twenty-three out of thirty respond-
ents marked "30%" or less.* 
2. Of the seven remaining respondents, 
five checked 11 60%", on~ checked 
"75%", and one checked "95%"• 
3· Men and Women were equal, more or 
less, in their spread of answers. 
*30% was the correct answer. 
45social Research, Inc., loc. cit. 
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TABLE XV 
PER CENT OF TOTAL AIR FORCE OFFICERS 
WHO FLY 
AS THEIR PRIMARY DAY-TO-DAY JOB 
Combined 
Per Cent Men Women Total 
5% 2 1 3 
10% 3 3~ 6 
30%* 6 8 14 
60% 3 2 5 
75% 1 1 
95% 1 1 
' 15 15 30 
* JO% was the correct answer 
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Comments 
Here was the first real surprise factor in the study. It 
became evident during three of the four pre-test.interviews. As 
a result two "probing" questions were prepared, to be used when 
applicable. These were: 
1. "What made you choose that (low) percen-
tage after having indicated that 'to be 
in the Air Force is to fly'?" · 
2. "What do you visualiz~ the other (95%, 
90%, 40%, etc.) as doing?" 
(Note: This gave the respondent 
another chance to bring 
out a broader "image".) 
The answers to the first probing question, above, may be 
summarized as follows: (wording is approximate) 
1. In eight cases: "I had read somewhere 
that it takes about ten men on the 
ground for every man in the air." 
I 
2. In four cases: "I know about the dif-
ferent jobs because-or-my experience 
with the Air Force." 
3. In most other cases: I don't know, ex-
actly; but. all 124,000 couldn't be up 
there flying. There must be a lot of 
ground work to be done. 
The replies to the second question varied from very sophis-
ticated replies (of those who had had experience in or with the 
Air Force) to, simply, "I don't have the slightest idea." In be-
tween, there were mostly vague replies, including some stock 
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phrases, such as, "taking care of his men", "inspecting the 
troops or barracks", "being Quartermasters and the like", 
"planning maneuvers", and "drilling his men". 
More important than the reasons given for selecting the 
low percentages, however, seems to be this: in spite of the 
first reaction of most respondents, in the preceding question, 
to offer a negative and limited image of the career (appar-
ently influenced, in part at least, by their unanimous agree-
, 
ment that every officer in the Air Force flies), this same 
group, when asked specifically, showed that they really did not 
believe that all Air Force officers fly. On the contrary, re-
spondents showed that they believed most officers did not fly --
even if they (the respondents) were not sure just what else the 
officers might be doing. 
The fact that this group actually does not believe that 
the primary job of every officer is to fly -- although flying 
looms so big and dangerous that it tends to block out anything 
else in a first reaction -- appears to be a major "opening" 
that can be explored to the advantage of the Air Force. This 
could be the "opening" through which a "new approach" to in-
creasing the prestige of the Air Force officer career could be 
effective for this group. 
The results of the next question strengthen this point 
of view. 
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QUESTION #9 
Statement and explanation of the question 
The investigator read the following to the respondent: 
"On the paper that I have just handed you 
(Figure 3)* there is a list of "position 
titles". Each title describes a position 
a man may hold; each, in effect, describes 
the t'Ype of work a rna!} may be doing, if he 
holds that position.4b 
"Included in that list are titles which de-
scribe full-time positions that Air Force 
officers hold within the Air Force officer 
career. Normally, Air Force officer posi-
tion titles include the word "officer", as 
in "Supply Officer", or "Communications 
Officer", etc. However, in this list the 
word "officer" has been omitted in order to 
conceal the identity of the Air Force career 
positions. As was done for the civilian po-
sitions, the term "Director" has been used to 
indicate a supervisory or executive position, 
where necessary. 
11 Please go down the list and check "Yes" or 
"No" after each posiiion title, indicating 
which pdsition titles you would classify as: 
"Essential, full-time positions for career 
Air Force Officers." 
"You will note that a few of the position 
titles have been marked for you. Each of 
those marked is a correct answer. 
11 In those cases where you are not sure of the 
correct answer, please guess; place a check-
mark in either the "Yes" or 11 No" column, for 
each position title. 
* Figure 3 follows 
46Every position title, with the exception of "Salesman" 
represents an "Air Force Officer Occupational Specialty'' listed 
in the Officer Clas sification Manual, Air Force Manual 36-l, 1 
Sept., 1955, as amended through April, 1958. 
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FIGUHE 3 
QUESTION 9 
AIR FORCE OFFICER 
POSITION TITLE CHECK-LIST 
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"Please identify those which would classify as 'Essential, 
full-time positions for career Air Force Officers'." 
1. 
2. 
3· 
4· 
5. 
6. 
Position Title 
Pilot ..............•..•..•......•.•. • •..•.. • .. 
Navig~tor ••••••••••••••••••••••••••••••••••••• 
Director of Weather Operations •••••••••••••••• 
Mathematician ••••••••••••••••••••••••••••••••• -
Salesman ••••••••••• ~ ••••••••••••••••••••••• ~ •• 
Director of International Politico-Military 
Studies ••••••••••••••••• ~····••••••••••••••••• 
Director of Communications •••••••••••••••••••• 
8. Research Psychologist ••••••••••••••••••••••••• 
9. Mechanical Engineer••••••••••••••••••••••••••• 
10. Lawyer •.•.••••••••••...•••.••.••..••••••.•• • •• 
11. Computer Program and System Design Specialist. 
12. Public Relations Director ••••••••••••••••••••• 
13. Director of Research and Development •••••••••• 
14. Director of Industrial Planning ••••••••••••••• 
15. Auditor •••••••••••• ~··•••••••••••••••••••••••• 
16. Director of the Budget •••••••••••••••••••••••• 
17. Director of Photography & Motio~ Pictures ••••• 
18. Purchasing and Contracting Director ••••••••••• 
19. Comptroller ••••••••••••••••••••••••••••••••••• 
20. Director of Personnel and Administration •••••• 
21. Electronics Engineer •••••••••••••••••••••• : ••• 
22. Commander (Commanding Officer) •• ~••••••••••••• 
23. Director of Management Analysis ••••••••••••••• 
24. Director of Flying Safety ••••••••••••••••••••• 
25. Director of a Radio and Television Network •••• 
26. Biophysicist •••••••••••••••••••••••••••••••••• 
27. Technical Advisor to Foreign Governments •••••• 
* Each of these is a correct answer 
Yes 
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x* 
No 
x* 
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Objective behind the question 
This question was designed to be another step in deter-
mining just how narrow an image this group had of the Air Force 
officer career • 
(Frankly, it had been assumed by the investigator that 
most respondents would, by placing check-marks in the "No" col-
umn after the greater percentage of the position titles, show 
conclusively that they had the very narrow image he had assumed 
them to have.) 
Findings 
As shown in Table XVI, respondents marked the "Yes" col-
umn overwhelmingly. 
In five cases only did any one position title receive 
fewer than ~wenty "Yes's" (out of a possible thirty; one for 
each respondent). Even in those five cases, all of which are 
underlined in Table XVI, n6 position title received fewer than 
ten "Yes's". 
I 
I 
I 
I 
1-
-1 
I 
I 
I 
I 
'I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
1. 
- 2. 
3· 
- 4· 
5. 
6. 
7· 
TABLE XVI 
ESTIMATES OF "ESSENTIAL FULL-TIME POSITIONS" 
FOR CAREER AIR FORCE OFFICERS 
- Position Title Men Women 
Pilot* Yes: - 15 - •15 
No: 0 0 
Navigator* Yes: 14 15 
No: 1 0 
Director of Weather Opera- Yes: 12 15 
tions 
No: 3 0 
Mathematician Yes: e 5 
' No: 5 10 
Salesman* Yes• 
--· 
0 0 
No: 15 15 
Director of International Yes: 12 11 
Politico-Military Studies 
No: 3 4 
Director of Communications* Yes: 15 15 
No: 1 0 
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* Examples already marked correctly for the respondents. 
Combined 
Total 
30 
0 
29 
1 
27 
3 
ll 
15 
0 
30 
23 
7 
30 
0 
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TABLE XVI 
(concluded) 
Position Title 
Biophysicist Yes: 
No: 
Technical Advisor to Yes: 
Foreign Governments 
No: 
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Combined 
Men Women Total 
9 6 12. 
6 9 15 
12 9 21 
3 6 9 
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Comments 
This, of course, was the second surprise "turn" in the 
trend of the interview. 
The unexpected high percentage of "Yes's" did not mean, 
however, that the respondents, in reality, had a broad image 
of the Air Force officer career. But it did point to another 
important finding which, as will be shown, was recognized only 
after a series of observations. ,, 
First, the respondents, with th~ exception of the few 
who understood the Air Force well, did not go down the list. con-
fidently marking the "Yes" column., Had there been a "Don't know" 
column, it \most likely would have used considerably. Yet, once 
the respondents were forced to choose a "Yes" or "No" answer, 
there was 
serve and 
more than mere guessing. The investigator could ob-
\ hrar the respondents working this out: 
"Yes, I guess they must have those." 
"Why, I knew they had to have those, all 
along." 
"I'm not sure the Air Force has officers 
doing that full time~ bu~ surely the job 
must be done; so, I'll say 'yes'·" 
"I thought other governmental agencies 
did that for the Air Force, but maybe they 
have their own officers doing that." 
"Yes, I can see that they most likely would 
have officers doing that; the Air Force is 
very complicated." 
Etc., etc., etc., down the "Yes" column. 
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The respondents~ ,were ,rut bold : whether or- not thei·r · answers 
were correct. However, the investfgator asked : each one - why· he · or-
she had; marked ' so many 11Yes •·sn ' in this question·, . but had! non 
tHo.Uglib-· tio) mention any of these occupational areas - when . asltedi., s.-ev.~ 
era~t t3-ilriit3'5} i~ril prev-ious questions, what he or she thought an , Ai;r · 
F;orce- 6-Ilfr!icre:v· a'cthially did in• his work'. 
The a·rtswe~ s= in every· case expressed: the· same= gener.al! fdaa•;; 
andi in~ many ca·sas· the answers were expr.e:ssedt by.· usiing: the: same·: 
word's. Thi's wa.s> tl'te important find;t:.n'g: <:>·£ · tl1d .. is; q:uestiie>n . ., 
"It would: never occur tol me'. When• I think o:fi 
the Air Force,. I think onl!y of flying and• the 
danger; and-,. of course, ail the military th.:i:ngs 
like marching, shining shoes, e,tc. Although ] 
certainly knew they had some of these jobs iru 
the Air Force -- lawyers, for example -- well~ 
] guess I just wouldR ''t think of the A:Lr F0,r,c·e· 
fn those terms, especially wh.en think1Lr:l:g . 0-£· liHi)Js ;-
sible careers for my son." 
As mentioned previously in these Comments, at tfud\s: :p>0l]:tnlt ]:m: 
the interview the respondents had not been told whether,· 0'F' J!lOitt: 
their selections we·re correct. It was interesting t0· n0·te that. 
·, 
seeing the position titles seemed to get them thinking of the Air 
F'6'rc·e in broader terlrls·; and from what many of them said, they were 
more' than a iittia c·dnvirice'd that many of the answers must have 
been tttes" ,47 
~everthe1ess, they We~e not s6 st~ongl~ convinced as to be 
infiuenced in their reactions to the next question, 
. 41rerhap~ as patt d! any future program designed to broaden 
the image of the Ait Force officer career, a "check your Air Force 
I.Q." type of self~ad~inisteted test (similar to that used in many 
pop~lat magazines) might be a useful method of presenting the pic-
ture of the scope of the career; the career "position titles" could 
be used, as in this question. Such an approach might be very accept-
able to a national magazine, as part of a series of articles tests 
etc. ' ' 
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QUESTION #10 
Statement and explanation of the question 
As soon as possible after disposing of the previous ques-
tion, the respondent was asked: 
"What would be your reaction if your son 
were to come home tonight and announce 
that he had decided definitely to accept 
a commission as a career officer in · the 
United States Air Force?" 
Objective behind the question 
The question was designed to evoke a "reaction" that would 
reveal -the intensity of the respondents' attitudes toward the Air 
Force officer career. It was felt that the directness of this 
question would provide a stronger indication of intensity than 
might have been evidenced in the casual, impersonal discussion of 
the Air Force officer career up to this point. 
Findings 
A "scale" was prepared to show the spread of reactions, be-
tween "Definitely Favorable" and "Definitely Unfavorable". This 
scale (Table XVII) shows that 20 respondents (10 Men and 10 Women) 
out of thirty, gave what the investigator interpreted to be a 
"Definitely Unfavorable Reaction". Of the remaining ten respond-
ents, five indicated a "Mildly Unfavorable Reaction". 
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It was found to be impossible to reduce the reactions them-
selves to "composite statements" for presentation in a simple 
table. Therefore, the most pertinent reactions of each respondent 
were condensed, using as much of the respondents' · own words as 
possible, and included in two separate tables, as follows: 
Table XVIII, "Reactions of Men" 
Table XIX, "Reactions of Women" 
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Women 
TABLE XVII 
SCALE 
OF REACTIONS 
TO QUESTION: 
11What would be your reaction if your 
son came home tomorrow and said that 
he had decided to become an Air Force -
Career Officer?" 
Mildly 
Definitely Mildly Unfavor-
Favorable Favorable Neutral able Re-
Reaction Reaction Reaction -action 
2 3 
' 
. 
i 
2 l 2 
.. ~- , .......... 
-- - · -·-· 40~-
-· 
·-'··"· ··· ··-· 
-~ . . -~ . ~ 
'" 
i I 
I -
2 i 2 1 5 i 
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Definitely 
Unfavorable 
Reaction 
10 
10 
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TABLE XVIII 
REACTIONS 
TO SON'S DECISION 
TO CHOOSE AIR FORCE OFFICER CAREER -
"Delighted, really delighted. I think it is one of . the 
finest careers a young man can choose today~ I don't 
think he could find a career in which he will find such 
broad opportunities; especially today." 
"I'd have no objection particularly, but I'd ask him to 
sleep on it and be sure to go over the pros and cons. 
I'd want him to be sure he knew what he would be getting 
into, and I'd want to know hi~ reasons. After that, he 
could suit himself." · 
"I'd keep my hands out of it, but I wouldn't like it. I 
would~'t like him to go into such a machine-like organiza-
tion. \ I wouldn't like to see him in an organization that 
has such emphasis on honor guards, changing your clothes 
eight times a day, and other routine things. I'd hate to 
see him fit his thinking into the mold of the military 
mind. Of course, all don't get so ,routinized, but it is 
typica~. I want him to be an independent leader, not an 
organiiation-type follower." 
"It wou~d be O.K., but I certainly don't prefer it. But, 
it's his life." · 
"I'd say_ 'go to it't but I'd ask him if he'd looked into 
it thoroughly. I want him to be sure he's fitted for it, 
and that he thinks he can be successful at it, and that he 
would be 'content with that type of life." 
''I'd be worried, and would dislike it immediately for purely 
selfish reasons. I'd worry about the danger; and I wouldn't 
like ' him to be traveling away from home. Too, I feel it is 
a young man's game, and he'd be losing so much time before 
being a success. That moving around creates a wanderlust 
that destroys a man's progress and initiative; it keeps him 
from sticking with a job until he's successful." 
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(continued) 
135 
"This is very pertinent. I have a son in ROTC and he has 
been offered a chance for upper-division work. I am in 
favor of it; I feel the Air Force can use his mathematics 
background, and I think it would be a fine · career for him. 
I hope he goes on with it." 
"I'd wish him well, and not try to discourage him, but I'd 
try to let him know that I thought he had not made the 
wisest choice. I am not sold that the Air Force officer's 
type of living would give him a normal family life, and even 
more important, I d·on 't feel that his aptitudes for teaching 
and creative thinking- including writing - -could be used." 
nt wouldn't welcome it - even though I wouldn't try to dis-
suade - I've always felt he should make up his own mind about 
what he'd do. I can't say exactly why I'd feel against it, 
but I just prefer that he choose something in civilian life." 
"I'd want to know what branch of work he would be able to do. 
If the work were to be important, I'd say 0. K. But, ·if he 
were going in as a flyer, I'd be disappointed. I don't like 
the danger, and I feel that it is not a profession that uses 
the talents of a man gifted with brains - not just piloting 
a plane. I'm not deprecating the need for pilots, but I just 
don't see that being a pilot uses the talents of a mentally 
gifted young man." 
"I'd be disappointed. I've always wanted him to do what is 
right, but the Air Force is such a limited career - in oppor-
tunity and in pay. I wouldn't like to see him put a ceiling 
on his opportunities so early in life." 
"It's a free country - and he can do what he wants. I'd be 
apprehensive, though, that he would wish he had chosen dif-
ferently later." 
"It's entirely up to him. My children make their own deci-
sions. I would regret the fact that he was not more highly 
motivated to seek a career that would make more of a contri-
bution. I would have to rationalize his decision on the basis 
that his I.Q. and training had prepared him well for whatever 
he went into, but I wouldn't like to see him waste his educa-
tion. We can't all be physicians, engineers, or lawyers; 
someone must be in the Air Force. But ••• " 
"I'd congratulate him and wish him well, and hope that he 
realizes what he is doing. There isn't the glamor that the 
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ads and movies play up. Actually, I'd wonder what had gone 
wrong with his plans for his future - he's in science, you 
know. He wouldn't be able to use what he has prepared him-
self for. It just isn't -what a young man goes to eoLia~~ ' 
for." 
UQood God, how in hell did he decide on thatl" 
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TABLE XIX 
REACTIONS 
TO SON'S DECISION 
TO CHOOSE AIR FORCE OFFICER CAREER 
Women 
"It.'s your life and you're stuck with it. I told you my 
feelings on the Air Force on a previous question. I 
would certainly ask 'why'." 
"I'd be full of questions. This is all theoretical be-
cause my son has poor eyesight. Assuming he had good 
vision, I'd want to know 'why'. What would he expect to 
do? Why, if .he wanted a military career, -would he choose 
the Air Force especially. If he wanted to fly, then I 
wouldn't like it at · all. It's too hazardous. In summary, 
I'd want to be sure that he had thought of all the disad-
vantages." 
"I'd suggest that he had better think it over. I'd ask 
'why'. The Air Force has a challenge, but . not so much as 
an individual type of job; a man in the Air Force has no 
independence. I have a feeling that all the services are 
boxed in by rules and regulations. The Air Force may be 
an exception, but I doubt it. ~y and large, I would feel 
that he would not be able to work up to his full mental 
capacities in the Ai~ Force." 
"I'd be happy, but I'd want him to be able to do something 
other than just be a normal officer. By that I mean I'd 
want him to be doing something more worth while than just 
marching men around the camp, as I remember seeing them do 
as a child." 
110h, my Godl This means I'd deplore it, but I'd say 'it'~ 
your decision'. Why? Because I'd beafraidl- that's all." 
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"I'd ask 'why'l He's been studying to be an engineer, and 
I'd want to know why he switched.· Too, I wouldn't feel 
well about it because of my general feelings.about the mili-
tary and wars." 
"I'd say 'Fine - if that's what you want to do.' But, I'd 
be worried all the time. I keep thinking of the danger of 
flying. If he weren't flying, it might be a good life for 
him." 
"I'd figure he'd looked into it and knew what _he was doing. 
Frankly, I wouldn't know what had attracted him, because he 
is interested in social relations, teaching and creative 
writing, and I'd feel he couldn't do those things if he went 
into the Air Force; that's what I mean when I say I wouldn't 
know what had attracted him." 
"I'd faint. It is so far removed from his interests. Lots 
of people say he should take Naval ROTC and get a commission. 
But we agreed that he should turn it down . because he wants to 
be a physicist - not a military man." 
"What? Another question about the Air Force? I'm not that 
interested in the Air Force, for God's sake. But, if that's 
what he wanted, it would be all right. I would wonder if he 
had really weighed all the pros and cons and realized what he 
is getting into. He isn't the type. He's not a daredevil; 
he likes to do things constructive; he likes his home; he 
doesn't like to take chances with his life - he's a very care-
ful driver; I really can't visualize him manipulating one of 
those fast planes that you read about. He wouldn't enjoy fly-
ing." · 
11. "I wouldn't have any reaction. It would be his choice. Hon-
estly, I wouldn't have any feelings one way or the other." 
12. 11 I wouldn't object, but I would question his reasons. This 
is a natural reaction of a parent to military life. All par-
ents have a resistance to seeing a son go out of the fold; 
there is a natural resistance to giving up parental direction. 
And the military is the outstanding agency that a mother sees 
as taking her son away. Mothers don '.t like to lose a son to 
have him go out to a loose, rootless life of fighting a war. 
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However, knowing our son, - he's daring; has been since 
childhood - he'd want to be in the first rocket to the 
moon - and he might like the life. Maybe the Air Force 
could use his mechanical engineering training; I should 
think they could, but would they? Would he really have 
a chance to use and develop his engineering abilities? 
He spent six months in the Motor Pool Corps of the Army 
and they wanted him to go to OCS. We talked it over, but 
he was convinced he'd never have a chance to do real engi-
neering work; he said he looked around and felt he'd waste 
his education." 
13. "I'd be inclined to be proud. My son was in the Air Force 
as a 2nd Lt. and pilot. But we were glad to see him get 
out. He left when he was 18 and his Dad and I were glad to 
see him get out and get on with a life's work. And, I have 
to admit, danger colored our thinking." 
14. ' "If that's what he wanted to do, I'd be happy for him, but 
for me it~s too dangerous. I can't visualize my son in that 
line of work because of his personality, but it might be 
very good for him. He dropped Army ROTC because he didn't 
think it was challenging enough; he hated the drilling. But 
the military discipline and leadership development might be 
good for him - to help him 'come out' a bit more." 
15. 11 Actually, he did just that the other night - to get our re-
actions. We told him it was up to him and that it was his 
life, but we said we r~ally preferred not to talk about it 
one way or the o.ther. Deep down, we were unhappy about it -
he hasn't made any decision ye~, but the Marines want to pay 
his tuition in exchange for three years' service - but we 
thought only of his life as a pilot - of his being away from 
home, and of the danger. We know a family, the husband was 
an obstetrician. He went into the service for a while and was 
lost on a transport plane. And two of our daughter's friends 
have had fiancees who were pilots and both were killed. So, 
you can see why we have our reaction. But we didn't say much 
to discourage him." 
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Comments 
Although parents, in almost every case, wanted to feel that 
they would be impartial in the matter of their sons' career deci-
sions, their simplest reaction of saying, 11 I cert~inly would ask 
him WHY he would choose the Air Force as a career," indicated 
that they would, in the end, exert an influence -- a negative in-
fluence -- by, at best, "damning with faint praise". 
Although this group revealed in Question #8 that they knew 
that 30 per cent or fewer of the officers actually fly as their 
primary job, and although this question did not mention the words 
pilot or flying, their immediate reactions evidenced fear of the 
danger their sons would face as pilots: "He's not a daredevil; he 
wouldn't enjoy flying"; 11 It's so hazardousn. 
Although in Question #9 the respondents revealed that they 
could visualize more of the breadth of an Air Force officer career 
· when they were forced to think about it -- by suddenly recognizing 
the need for Engineers, Comptrollers, Lawyers, etc., on the list ;of 
Position Titles -- their immediate reaction was to ignore all that 
. ! 
and react generally as follows: "I would really wonder why; he's 
studying to be an engineer (or physicist, etc.), not a military 
man. I would wonder what had caused him to change his mind." 
Although the investigator did little probing in this ques-
tion, many of the stereotyped "reasons" of Question #3 were volun-
teared: 
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"I'd hate to see him fit ' his think~ng into 
the mold of the military mind." 
"I'd be disappointed that he hadn't chosen 
a career in which he could make more of a 
contribution; a career where he could use 
his full mental capacities." · 
"I'd be disappointed; the Air Force is so 
limited a career." 
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It appears, from the findings of this question, that the 
respondents' attitudes~ intense, in that their -understanding 
of facts was overcome completely by the emotional effects of fears 
and stereotyped images. It also appears, from the findings of 
this question, as well as by supporting findings of several pre-
ceding questions, that any program which undertakes to increase 
the prestige of the Air Force officer career in the minds of this 
group (by broadening the image, or by any other means) must have a 
limited initial objective: 
It must not be expected that such a program will win over 
parents to actively encouraging sons to choose the Air For~e offi-
cer career (although that would be an admirable first objective} 
all at once. Rather, the objective at first must be, simply, to 
neutral ize the negative reaction. Stated differently, the initial 
objective must be to create a "neutral climate of opinion" within 
which a son could come home to discuss the idea of an Air Force 
officer career without running head-on into that damping effect 
that only parents can create with a look, a shrug of the shoulders, 
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and comments like, "Congratulations, I hope you know what you're 
doing"; or, "Well, it's your life; so I guess you're stuck with 
it." 
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QUESTION #ll 
Statement and explanation of question 
The following was read to the respondent: 
"In the interview thus far, you have given 
your opinions on many aspects of the Air 
Force officer career. Now, in an effort to 
summarize your main ideas would you please 
tell what you would consider to ·be (;)the 
major advantages of a career as an Air Force 
officer (even if you, personally, would not 
prefer it as a career for your son), and {2) 
the major disadvantages of the career." 
Objective behind the question 
, As stated in the question itself, this question was de-
signed to allow the respondent to "summarize" the main features 
of his or her "image" of the Air Force officer career, and, 
thereby, to provide a last chance to cover any elements of the 
image that he or she may not have thought of in preceding ques-
tions. 
Too, it would act as a final test of the "internal consist-
ency" of the responses given previously. During the brief inter-
view the respondent had had the opportunity to think more about 
his or her "immediate reactions", and, it was felt, perhaps, might 
have tempered a few of them after the brief, indirect exposure to 
the broader implications of the career -- in Question #8 when the 
percentage of officers actually flying was discussed; and in 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
144 
Question #9, when the lists of Position Titles w~re presen.ted. 
Further, by relieving the respondent from thinking about 
the career in terms of his or her son, for the moment, and en-
couraging the respondent to think of "advantages"·of the career 
generally (for surely, it was thought, anyone would have to acknowl-
edge~ advantages); it was hoped that the respondents would 
bring out, spontaneously, favorable elements of the image which 
might not have come to the surface previously. Knowledge of what 
these p~ople consider "favor~ble elements" might, it was reasoned, 
give a clue to the appeals that could be stressed in any program 
designed to raise the prestige of the career for them. 
Findings 
Summaries of .the "composite" Advantages and Disadvantages, 
and the numbers of respondents citing each, are shown in Tables XX 
and XXI, resp'ectively. , 
cited: 
I 
As may be seen from the tables, four major Advantages were 
t~ Travel and adventure 
i. Security 
3• Honor; prestige of the uniform 
4. Financial benefits 
And, four major Disadvantages were cited: 
1. Disruption of family life by moving 
2. Danger; the hazard of flying 
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3• Regimentation; loss of birthright 
4• Low income ~ailing 
Condensations of the actual statements made by each re-
spondent are shown in Appendix A, pp. 249-256. 
"Advantages, As Seen By Men", P• 249. 
"Advantages, As Sean By Women", p. 251. 
"Disadvantages, As Seen By Men", P• 253. 
"Disadvantages, As Seen By Women", P• 256. 
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TABLE XX 
ADVANTAGES 
OF AN AIR FORCE OFFICER CAREER 
Advantage Men 
"The opportunity to travel and see 
different places. The adventure 
and education that comes from 
travel." 8 
"Security of one's whole life, in-
cluding medical care, etc., but 
especially security of income, re-
gardless of recession." 
"An honorable profession providing 
the opportunity to do something 
patriotic, and offering the pres-
tige of the uniform." 5 
11 It is financially favorable." 
11Early retirement with a pension -
with the advantage that a person 
can get on with something else more 
worth while." 
"It is a new, growing, and challeng-
ing field in which there is roqm for 
3 
4 
opportunity." ) 
"The educ~tion and training is valu-
able when the man gets out." 4 
"The high caliber of associatee,n ~ 
iiTh~ adVfHltlU'O &nd @XCitam~nt of 
flyingin 
'!The fas~~n~ti!lth _ tHH~y lif~j with 
its irtterH1iint l&~k of responsibil--
ityi" 1 
11 The chance for assuming responsi~ 
bility on the job at an early age.» 1 
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Combined 
Women Total 
7 15 
7 15 
4 9 
6 
3 
3 
1 
3 
1 
1 
9 
7 
6 
5 
3 
1 
I 
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TABLE XXI 
.I 
' DISADVANTAGES 
I OF AN AIR FORCE OFFICER CAREER 
-I 
Combined 
.I Disadvantage Men Women Total 
I 1. Disruption of a stable family life by constant moving. No roots. 12 12 24 
I 2. Danger; the hazard of flying. 3 10 13 
3· Boxed-in, narrow field in which 
I there is little mental challenge, and little chance to use brains 
and talents for individual expres-
I sion, or to their best advantage. 7 4 11 4· Regimentation; the requirement to 
'I. give up your ~birthright" in a hierarchical system. Forfeiture 
of freedom of choice and control 
-I of your own destiny. 4 5 9 
5· Low income ceiling compared with 
I industry; no chance to get into the top income brackets. g g 
I 6. Promotion by years of service rather than on merit, with a r~-sultant lack of incentive or re-
I quirement for initiative. 3 2 5 7. The isolation from the life of a 
I community - the living in a sepa- · rate world. 2 2 4 
I e. The low standard of living in many areas. 2 2 
I 9. Too short a career, with nothing to hold on to except the pension. l l 2 
I 
10. "High living" and the requirement 
to "keep up with the Joneses." 2 2 
-I 
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QommentJ 
This question brought out little new info~ation. It did, 
however, confirm the internal consistency of the narrow image of . 
(and the negative attitudes toward) the Air Force officer career. 
It is true that certain "Advantages" did come to the fore, 
but only under pressure of questioning. Most respondents even 
listed the "Disadvantages" first, because n ••• they were the first 
to coma to mind." 
And even in the advantages cited, there were, in each case, 
counterweishte w~ich, in effect, showed that they really weren't 
advantages at all, for this group. 
The reader may have noticed this. Each advantage was off-
eat by its own di$advantage: 
·"Financial gains•• were an· advantage -- if 
you were willing to place a ceiling on your-
serf'. 
"To be in an honored profassionand to have 
the prestige of th~ uniform" were advantages --
if you were willing to be boxed in, in a nar-
row field in which there was Iittie mental 
challenge and fit.t"le chance tg use your brains. 
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•Early retirement'' was an advantage -- !! 
you ware willing to get out at the prime 
of life and get into s~hing else more 
worth while, or go· on to ~trust away". 
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"The fascinating , easy life" (itself a pia-
tortion) wae an advantage -- if you were 
willin~ ' to lead a life isolated from the 
communityi accent a lower standard of liv-
ing~ yet ivea :'"hTg'fli' lira .1ust to keep ue . 
wit the Joneses." . 
. -
The reader may recognize , therefore, that- the narrow image 
had remained consistent; that these people did not §it! the _Air 
Force as it is today. Even those disadvantages which the Air 
Force would be the first to admit -- the degree of "regimenta-
tion" inherent in any large organization, for example, and the re-
quirement to move more frequently than in many (but certainly not 
all) civilian positions -- were phrased with a "barb" on the end. 
The "regimentation", again, was not just a limitation on complete 
individualism, but (in the Air Force) would constitute "•••loss 
of birthright." 
"The "advantages" ther~fore , gave .no clue to new areas for 
emphasis, unless they could be said to have shown that such valuea 
as · security, Adventure and Travel •• a few of the normal appeals 
used in Airman recruiting post al'S -~ muet be shown within differ• 
ent contexte if they are to be etfeotiva at all for this group, 
For· example, the term "Security", alona. appears to have a mora 
negative "cradla•to-grave» socialistic connotation for this group. 
Whereas, on the other hand, many of the ~l~ments of aecuritx, as 
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expressed in civilian career brochuree ~nd advertisements --
"annuities" (not pensions), "participating medical . plans" paid 
for by the company (not !rea medical care) "pro~otion from 
within -- on merit 11 {not just security of your job and promotion 
by seniority alone) could have appeal. 
The latter comments fit into this study· only because they 
point up this fact: whatever image is given to the public at 
large in national advertising and public relations for the Air-
man program, inay well have ·the effect of conf.irining the narrow 
image this public has of th~ Air Force officer career, and sup-
port their negative attitudes toward it as a career for thair 
sons. 
• • • • • 
i With the attitudes of the "best educated" group .~oward the 
. . . . i 
Air Force ,officer career revealed as being, in the main, negativeJ 
' 
and, with the image of the career held by this group fairly well 
'· ; 
defined, in brief, as narrow; the investigator was ready to pro-
ceed to Part II of the interview: a study of ~his group's ini~ial 
reaction to the "new approach", 
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QUESTION #12 
Statement and explanation of the question 
The investigator said to the respondent: 
"I should now like to read to you a series 
of statements made recently by a public 
official in a talk before a group of better-
educated citizens in the Boston area."4B,49 
He then proceeded to read the following: 
/ n ••• I believe sincerely that the American 
public should think of the Air Force today 
as one of America's greatest Public Service 
Corporations - a great American enterprise 
created by the American public, as a tax-
payer's trust, to act in America's interests 
as an instrument of national policy. I be-
lieve that the public should think of the Air 
Force as an enterprise larger in terms of 
size, assets, budget, and numbers of person-
nel, broader in its overall objectives, more 
international in its scope of operations, 
more diversified in its functions, and more 
influential in furthering America's national 
objectives, than any other single profit or 
non-profit corporatiQn in America; an enter-
prise that, because of its tremendous size, 
scope, importance and influence requires --
as do all great American free enterprises --
EXECUTIVES to plan, direct, ·manage, control 
and lead its many functions: executives pos-
sessing the same administrative and leader-
ship attributes as those required in all 
successful operations •••• 
48The "public official" was, of course, the investigator. 
49rhe "group of better-educated citizens" was made up of 
the investigator's Faculty Ad~isor and his Thesis Readers; the 
"occasion" was the informal presentation of the idea to them for 
preliminary approval. 
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"•••I ran across the following figUres the other. days 
••The assets of just one of the Air Force's 
major divisions -- The Strategic Air Command --
approximate 17 billion dollars; this is more . 
than three times the 5.4 billion dollar assets 
of. Standard of Ne\t Jersey -- the largest in-
dustrial corporation in the United States. 
"Standard of Jersey's payroll totals approxi-
mately 120,000 employees; the Strategic Air 
Command. alone has 226,000 people on its pay-
roll, just lS% of the total Air Force payroll 
or approximately 1,320,000, in 1958. . 
(Aside to respondents: And to run this tremend-
. ous operationL all but two of the positions on 
that list of !-'Osition Titles you marked -- plus 
m!ni mora -- are required, in the Officor group. 
If you would like, I should be pleased to show 
you the Career "llgrse Shoe" Diagram, and the 
manual describing Air 1~o,...ce Career areas J.-5 ) 
"•••It was then that it suddenly dawned on me 
that the Air Force is Big Business - Inter-
national Big Businessl -- and that the officers 
who run it must have the same . background~, the 
same potential, tha same ''executive" talents and 
attributes as executives or all the great cor-
porations. I suddenly saw that . "Air Force Offi· 
cer" was not a "Position Title" entity -- not 
one job peculiar to a military organization; but, 
rather, an Air Force·Offioer was a scientist, a 
flying executive, an electronics engineer -- or 
one of many different types of engineers -• a 
teacher or professor (in one of many nationally 
,recognized military schools or the · accredited Air 
,Force Academy), an administx-ator, an accountant, 
·a comptroller, a lawyer, an M. D. -- general, · 
practitionex- or specialist!· etc. And that in each 
of these he was an nexecut ve" w-i-t-h-1-n the Air · 
Fox-oe. · 
"•••No 1 I am not forgetting the role of the 'Mili-tary P1lot•, ox- the role of the 'Military Planner 
45Air Force Manual 36~1, 12£• s!l• · 
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and strategist'. But today, even those roles 
are so integrated with national and intBr-
national policy, with industrial planning, with 
economic programs in our own country and abroad 
(through the foreign aid program), with Explor-
ers and with Sputnicks in an age of missiles, 
and with NATO, that it is difficult to think of 
them as "strictly military". No, the young man 
who likes to fly has the chance today to fly and 
direct the most advanced engineering wonders of 
the century and, at the same time, to be an ex-
ecutive -- a planner and a doer -- within an 
organization of international scope. And, for 
the young man who does not fly, but who might 
easily visualize himself as a Jr. Executive with 
any of the great service, research, or manufactur-
ing corporations -- practically all of which today 
are tied in (in some manner) with the same mission 
of international peace as the Air Force itse~f --
he will find that he has a challenging, interest-
ing, executive career within the Air Force in prac-
tically any field he might wish to follow in civil-
ian life. · 
u ••• In summary, then, truthfully. I see the Air 
Force today not just in the 'military role' as it 
has been traditional in America to view military 
organizations - and men; I don't see it, for ex-
ample -- as someone stated it -- in terms of a 
'fire-house gang' waiting around to be called upon 
to put out a fire, and being limited in its scope 
of opportunity only to fire fighting. Rather, I 
see tt as it has emerged to support the new inter-
national role of the United States itself; I see 
it as a dynamic, long-term, day-by-day business, 
the job of which is i~tegrated with the economic, 
political, and diplomatic processes of America as 
a major world power. 
"I see it, then, as a •Public Service Corporation' 
of tremendous scope, requiring executives of every 
type, and of the highest caliber. 
" ••• Although I don't say that every young man should 
follow his career within the Air Force, I do say 
that any young man with executive and professional 
talents and aspirations should put the Air Force on 
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his 'list'; that is, he should investigate 
seriously the Air Force as ~- of the most 
important organizations within which he 
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will have the opportunity to follow his plan-
ned career." 
After reading the above, the investigator then asked the 
respondent: 
"What do you think of what this official 
had to say?" 
·objective behind the question 
This question was designed as a vehicle for presenting 
the "new approach", and for getting an immediate reaction to it. 
The "new approach" was pictured as coming from a n ••• talk 
by a public official, before a group of better-educated citizens 
•••" in order to gain the advantage of "source credibility" --
of the "expertness", "trustworthiness", and "prestige suggestion" 
of the speaker.51 Thus, the investigator would be able to ob-
. serve the reactions to the approach. as they might be expressed if, 
in reality, such an approach were to be presented to the public 
by "officials" of the government. 
51carl I. Hovland, Irving L. Janis, and Harold H. Kelley, 
Communication and Persuasion (New Haven: Yale University Press, 
1954), PP• lJ-21. 
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Findings 
Table XXII shows the respondents' reactions on a scale 
that reads from "Definitely Favorable" to "Definitely Unfavor-
able." As shown: 
1. No respondent had a "Neutral Reaction". 
2. Men and Women as a combined group gave 
more "Favorable" reactions than "Unfavor-
able". 
3. Women, proportionately, gave more "Favor-
able" reactions than.did Men. 
A• Men were about evenly divided in their 
reactions. 
Table XXIII lists "composite" statements given by respond-
ents, and srows the numbers of respondents citing each. As shown, 
two general \ reactions -- one ''Favorable" and one "Unfavorable" --
were evidend,ed: 
I 1. An expression of doubt; a feeling that 
this is an over-glamorized, prejudiced 
point of 'view. 
2. An expression of satisfaction in the 
"scope" such an approach gives; an appre-
ciation that perhaps there is more to the 
Air Force Officer career than had been 
attributed to it in the past~ 
\ 
Althoug~ normally, as in preceding questions, the actual 
statements of t~e respondents would be placed in the Appendix, in 
this question the respondents' "reactions'', as expressed, are so 
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pertinent that the investigator felt justified ~n placing the 
summaries of reactions themselves in the text of the study. 
They are shown in Tables XXIV and XXV, as follows: 
Table XXIV 
Table XXV 
. 
"Reactions ••• Men" 
"Reactions ••• Women" 
·• 
~ ~ -·· ... 
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TABLE XXII 
SCALE 
.OF REACTIONS1 
TO THE STATEMENT MADE BY THE "PUBLIC OFFICIAL" 
Mildly 
Definitely Mildly Unfavor- Definitely 
Favorable Favorable Neutral able Re- Unfavorable 
Reaction Reaction Reaction action Reaction 
.-
Men 5 3 - 4 3 
Women 5 5 - 2 3 
Men 
and 10 g - 6 6 
Women 
., 
1The overall reaction of each respondent was scaled; herice 
a total of 30 reactions. 
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TABLE XXIII 
H.EACTIONS1 
TO THE STATEMENT MADE BY THE "PUBLIC OFFICIAL" 
Men Women 
1. "Can you believe this? It 
· appears to be over-glamorized; 
it glosses over the disadvant-
ages; it needs to be proved. 
The man is prejudiced." 7 
2. "I never thought of the Air 
Force career as so diversified, 
as being more than just flying 
and fighting. This gives it 
breadth and scope. It gives 
the feeling ~hat a man in the 
Air Force is doing more; that 
he has more opportunity. 8 
3. "I like the whole thing; this 
should be spread to schools 
and universities by the high-
est levels." · 1 
4. "It does not paint a true pic-
ture; the men are not execu-
tives: executives make money 
for stockholders. Even if they 
do some of the same jobs, the 
same amount of initiative is 
not required, and the challenge 
is not so great." 2 
5. 11 The parallel between the busi-
ness executive and the military 
leader is good." 2 
5 
2 
Combined 
Total 
15 
13 
3 
3 
2 
1The reactions were summarized by content; therefore, some 
respondents' reactions are summarized in two or more classifica-
tions, thus bringing the total number of reactions to more than 30. 
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TABLE XXIV 
REACTIONS 
TO THE STATEMENT MADE BY THE "PUBLIC OFFICIAL" 
"That's exactly what I think. I would like to see this 
quoted in talks to all colleges and universities - in 
competition with the messages the big corporations are 
getting across. I'd like to see it done on a high level 
by people other than 'recruiters'." 
"I'm in substantial agreement, especially in regard to 
the same .qualifications for leadership in the military 
and in business. However, it is the step-by-step, routine 
advancement :on basis of years that differs so from indus-
try; this is passed over too quickly. I hadn't thought of 
the career as being so diversified, and that there are 
really the same types of jobs." 
"That man has enlightened me to an appreciable degree in 
bringing to my attention that the Air Force fighting job 
calls for more than just the fighting itself; that fight-
ing a war today - even the cold war - is like a big busi-
ness venture; it in~olves mAny things - NATO, Foreign Aid, 
etc. I can see that it has a new importance." 
I 
"I'm afraid that the caliber of the so-called executives -
I can't call them that - must Qe pretty low. I base this on 
the way things ~· If business operated like the Services, 
they'd go broke. Since there is no profit incentive, there 
is too much waste - and an executive doesn't waste anything. 
The higher-ups lose sight of the objectives of the nation, 
and try to steer as many dollars into their respective cof-
fers as possible without regard to the good of the nation. 
There doesn't seem to be anyone to checkmate them. For ex-
ample, why does there have to be a military command to fly 
families all over the world when there are commercial air~ 
lines that go to the same places. The law wasn't set up to 
allow this sort of thing, but the law is abused. There's 
no incentive to cut down waste." 
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TABLE XXIV 
(continued) 
"Generally, it opened my eyes to the 'career .within'. The 
Air Force has not put across publicly the high type of 
opportunities that are open. This is different from "Join 
The Air Force And Learn A Trade" pitch - I refer to the dif-
ference in the type of ad a company would run to get machin-
ists, and the one to get executives." 
"He's a good Public Relations man. He has a good selling 
point in broadening the vision one has of the Air Force. I 
never thought of it in that light. The list of jobs in that 
other question helped me think of things beyond flying that 
Air Force people do." 
"Sounds like a leading General selling his product to a young 
man. He makes a darn good case - he gives scope to it that I 
had thought of only nebulously before. It's a bit enthusi-
astic, but this is good. I lik'e the breadth it seems to give 
to the career." 
"Basica+ly I agree, in spite of the comments I made. I agree 
with his analysis of the Air Force Executive and Business Ex-
ecutive :qualifications. The Air Force needs good men, but so 
do many ~other 'corporations' that I wouldn't recommend a young 
man to wprk for. The sales talk is good, but it would have to 
overcome a lot of previous thinking before I would recommend 
it. I'd ' have to · s~e it in action." : 
\ 
''There's 'a good deal ot truth in it. It's obvious that you can 
follow those different careers in the Air Force and civilian 
life - when you think of it." 
' 
"He overlooked one big factor: a particular individual doing 
any of the mentioned jobs in the Air Force does not have the : 
~gme challenge s~ he would have doing the P.ame job in civilian 
lif.@ a ThfH'@ i~n 't th@ ~arne in1 tiati ve f'@qutr~d .., th~ Air Force 
m~n ie t©@ bound by ~@~t~i@ti©n~a T~ke l~w, for e~ampl~a I'm 
a _ l~wy~ra ~ ~~wy~r in th~ . ~@rV~G~ ~~ts _ n~ vari@ty gn~ n~ _ pr~g; 
tiG§ that will §nall~ng~ him. H~ ~~ts in~~ a ruta This is a 
e©ffilnorL rea@tto:n e>f all iaw)HH'f!l to those wh~ ~ho©se to stay in 
t}'ie m~~ttary. I ciGn't say ~hf3yira l~oiu~d - ~tJwn em, exa!'Jtly, but 
t~Q mi~it~~Y remoyas nea~~~lty f~r ~ompatitian; ~5~ it i§ rtot a 
place for a mart who wants a challenge." 
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(continued) 
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"He puts out a mass of information, well put forward; shows 
good salesmanship. BUT: I would want more selling of facts. 
He has glamorized the Air Force situation - he gives the im-
pression that it is unlimited - that you can really do what 
you want. I'm not convinced you can. And, I still feel that 
it is so limited, financially - it places a financial ceiling 
on a young man the day he goes to work. It's O.K. for a man 
to place a limit on himself after he has tried his wings, but 
not without trying for higher stakes." 
"It's a typical salesman's blurb. It glosses over the facts. 
It's 'cute' in that what it says is true - but very cleverly 
glosses over the disadvantages. It ignores the .whole idea 
that ideally in a world of good will the Air Force will not 
be needed; it is there only to put out fires - why make it out 
to be more than it is? This is a perfect example of half-
truths; a good sales technique. If I were selling, I'd cite 
all the disadvantages, too. This cajoles people. It's like 
an apple - if there are no spots on it, I suspect it to begin 
with." 
"I feel lukewarm about it. Although he has a right to say 
what he has to say, he must be a man on a civil service pay 
scale (the Air Force man), and this in itself spells medioc-
rity. I have seen many students reject the Air Force on two 
accounts: low pay scale, and - more important - an over-supply 
of mediocre level people who spell out inefficiency, duplica-
tion - which are incompatible with what we teach a young man 
to respect at this University. It is an easy-going life and 
career. But any young man can find a mo~e challenging career 
on the outside. The Air Force needs our graduates; therefore, 
it is ironic that they don't firm up the pay and clear up the 
red tape that prevents a man from thinking. This standing in 
line for a promotion is shattering; we emphasize accomplish-
ment here, but accomplishment is not a valid basis for the Air 
Force to promote anyone. I'm primarily a realist; I came from 
industry here, so I'm not living in an ivory tower." 
"This is the way the Air Force likes to look upon itself. 
There is a great deal of truth, but the Air Force is not really 
in a position to take such a sweeping view of itself. Sure, 
it's bigger than Standard Oil, but that's only because our laws 
prevent Standard Oil from being any bigger." 
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(concluded) 
162 
"He sees much in the Air Force that I don't. His views 
must be proved - carried out in practice. - There are few 
interesting people in the Air Force - and few who fit so 
grand a picture as he painted. If they were that good 
they'd get out. By and large, when you talk to a mili-
tary officer in the British Services, for example, you 
talk to a well-rounded gentleman; certainly much more fre~ 
quently than in our Forces. The Forces want doctors. 
When I look over my interns here at the hospital and find 
one that doesn't appear to have too much pr.omise - he has 
to be basically good to get through medical school, so I 
refer to real promise of being an outstanding doctor -
then I feel that he might be good for the Forces. I can't 
see why any medical man will make a career in the military." 
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TABLE XXV 
REAC'fiONS 
TO THE STATEMENT MADE BY THE "PUBLIC OFFICIAL" 
Women 
"He's an idealist, sold on his own propaganda. Anyone 
that good can make a mint more on the outside - and be 
freer. He doesn't give any credit to civilians. Sounds 
to me like he's justifying the Air Force Academy." 
"He's a man sold on what he has t.o say. I'm not 
it's the way to get to people. It's propaganda. 
are suspicious of what would happen to a man who 
it once he got in." 
so sure 
People 
fell for 
'~t's fine. True. When I listen to that I wonder why I 
am so against it. I guess I do see it as . a 'fire house 
gang' just sitting around wasting time, just in case. I 
know we have to have alert forces, but still I can't 
visualize an ambitious man sitting around waiting for 
something to happen. I have a worship of work and in the 
Air Force there is too much time spent making three days 
work fill a whole week~ A young man may do those things 
the man mentioned, but when he retires he has no home or 
life he has built up. A.doctor or lawyer of the same age 
reaches full stature and maturity just at the time the Air 
Force shoves a man out to start over again." 
"I like it. I agree with it." · 
"I agree with him. I believe it. It's terrific. Of course, 
I would want to check some of those things to be sure they 
really work that way, but it sounds reasonable." 
"I assume he feels that he's right. The same thing could be 
said of the Army or Navy. He's laying it on with a trowel. 
He's prejudiced; has probably been paid to be prejudiced. 
Sounds like a paid recruiter." 
"I think he's ri ght today. There are so many different 
phases of the Air Force now that you mention them." 
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11 I don't like the 'corporation' analogy, but can see how 
it applies in some respects. I like the 'executive level' 
approach. But, can a young man really pursue his .career 
with any degree of independence? I doubt it. But, I guess 
he can as much as he would in a large corporation. But, I 
mean can he follow it the way HE wants it; for example, if 
he is a graduate engineer, can he follow the type of engi-
neering work he likes? I can't see that Air Force officers · 
can really feel that they participate in decisions that 
affect the operation of the Air Force; I can't see how they 
can escape feeling like insignificant cogs because of the 
tremendous size. And no one likes to be a cog.n 
"Excellent propaganda. Sounds good, but I can't bring my-
self to compare a profit-making organization with a non-
profit-ma~ng organization. Even the TVA is different from 
the Air Force; I just can't see it. Making money for stock-
holders is so different; government is not a business." 
--r- -I . 
"Well said. It explains the Air Force in . terms I hadn't 
thought of. I can understan~ it much better put that way." 
"Very well put. He's entirely right. I don't feel the 
average person has a feel for the scope of aviation and the 
Air Force." 
11 If what he says is true, then the Air Force's public rela-
tions have noi:i done their job. If these opportunities are 
available, the public doesn't know about them - and I read 
a lot, and even watch TV. Even the rank and file don't seem 
to recognize that such opportunities exist. The Air Force 
people I've met have never mentioned anything else but fly-
ing." 
11My first reaction is to discount 90%. 
thought, I'd certainly agree with him. 
cation is needed to change the attitude 
a career in th~ Air Fora®." 
On giving it a little 
A ~reat deal of edu-
of the public about 
"I'm ~ur~ it'a All tru~. Our family l~ad~ a ~~clud~d lif~ 
and w~ don't r~alig~ all that is ~oing oni But, I atill 
think A man would hav~ more frG~dom on th~ out~ide - ~HHHm­
tial fraedcmi I aan't ga~ over the f~el~ng o' being terribly 
restricted by red tape. I was :reading the other day about 
I 
I 
-I 
-I 
1-
'1 
:1 
-I 
I 
I 
-1 
I-
_ I 
I 
-1 
I 
'I 
I 
I 
-1 
'I 
1-
15. 
TABLE XXV 
(concluded) 
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General Gavin coming to New England; there's-a man fore-
most in his field and he feels restricted. Also, read 
where the Secretary of Defense put a gag on military 
people thinking out loud about his reorganization. If 
a person is really public spirited and wants to be a 
public servant, he's needed more in politics today than 
in the military." 
"I'm certain every word of it is true; it is a great 
field. Maybe someday I' 11 change my mind about ·planes. 
I have a great fear of them." 
I 
I 
I 
.I 
I 
I 
.I 
.I 
I 
I 
I 
I 
'I 
I 
I 
I 
I 
.I 
I 
I 
.I 
I 
166 
Comments 
Several of the respondents who registered "negative" re-
actions supported their feelings with examples of the shortcom-
ings they felt the "public official's" talk overlooked. 
Most of these shortcomings, however, had been mentioned 
in one or more of the preceding questions. The investigator felt, 
therefore, that his comments in this question could be limited 
only to those pertaining to the "overall reaction" to the "new 
approach", itself. 
First o-f all, even in the expression of "doubt" there 
appeared, to the investigator, a chance for optimism. That is to 
say, on examination, even the reactions of doubt do not seem to 
be so negative as they might appear at first. The reader may have 
I 
noticed that there seemed to be more of a "show me" challenge th1an 
I 
an out-and-out rejection of the broader image. Many of the res~ond-
ents did say, in fact, · "If T could be sure that this were true, [lmy 
reaction would be more favorable." 
This, of course, is just the· challenge that the ''new ap~ oach~ 
I 
would be designed to meet: the challenge of broadening the nar/ ow 
image on the basis of the facts as they are fotind today. ! 
The reaction of "satisfactiori" resulting from the respond-
ents' seeing the scope of the Air Force officer career was most en-
couraging. The reader will note, in the ~ondensed statements in 
Tables XXIV and XXV, the sincerity of the respondents in commenting 
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on this point. The investigator, sitting there watching the re-
spondents as they thought seriously about thei~ answers, could 
observe that undoubtedly as the scope of the Air Force officer 
career appeared broader, the respondents reacted ·more favorably. 
Many would nod, or shake their heads in approval and say, again, 
"It's funny, I just never thought of the Air Force in that light 
before." It was gratifying to hear so many respondents pick up 
the word "scope" as expressing the idea that appealed to them 
most -whether or not they approved of the "public official's" 
whole presentation. This word, the reader will note, represents 
the antithesis of the narrowness which is found in their stereo-
typed image of the 11 ••• unchallenging military life," and the 
" ••• unthinking military mind." 
The "scope" of a career, then, does appear to be an impor-
tant factor in determining the prestige rating that "best educated" 
parents will give to a career for their college-educated sons. 
The "new approach" to raising the prestige of the Air Force 
officer career - i.e., by broadenin& the image of the career to 
show its full scope for college-educated young men - does appear to 
have great potential. 
A more detailed analysis of the general reaction given by 
the respondents to the "new approach", to determine which elements 
of the public official's presentation had the greatest effect in 
putting it across, will be made in the following question. 
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QUESTION #13 
Statement and explanation of the question 
Actually, this was a composite question, made up of a 
series of four short questions. Each short question touched 
upon the general reaction given to the "new approach" by the 
respondent in Question #12. 
The series of questions . included the following: 
1. Did thinking of the Air Force as a 
"Public Service Corporation" help 
~ you to understand better the Air 
Force officer career? 
2. Can you think of any objections to 
the American public thinking of the 
Air Force as a "corporation" and the 
officers as "executives"? 
What effect would this Corporation/ 
Executive approach have on your atti-
tude toward the Air Force officer ca-
reer as a "prestigeful" career for 
your son? 
Even if the Air Force were not to use 
the Corporation/Executive approach, do 
you feel that the Air Force should or 
should not stress the ••Position Titles" 
more in its presentation of the career 
to the public? 
Obj~ctive behind the question 
The reader may have noticed that in the "talk" given by 
the "public official" there were two different elements which 
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could have had a part in influencing a change in attitude toward 
the Air Force officer career: 
1. The element of pure information; i.e., 
the fact of just telling the respond-
ents about the breadth of the care~r. 
2. The element of the mental device --
the "Public Service Corporation" con-
cept, including its two sub-elements: 
the "Corporation" idea, itself; and, 
the "Executive" idea. 
This question (i.e., the series) was designed to deter-
mine the part each of those elements played in bringing about 
the initial re~ctions to the presentation of the "public official. 
Findings 
Tables XXVI through XXVIII show the tabulated and "com-
posite" answers given to Questions 1, 2, and 3, in the series. 
Tables XX~X and .XXX summarize (a) by scale and (b) by 
\ 
"composite" answers the statements respondents gave in Question 
4 of the series. I 
\ 
(As has been customary in preceding questions, the actual 
answers given by all respondents have been s~mmarized and placed 
in the Appendix - in this case, in Appendix B, pp. 258-273.) 
In Tables XXVI through XXX, in the body of the study, .the 
reader should note the following, especially: 
I 
I 
I 
I 
I 
. , 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
1. 
170 
In Table XXVI: Fifteen of the respond-
ents thought that the "Public Service 
Corporation" idea would help them to 
understand better the Air Force officer 
career; fifteen did not. 
In Table XXVII: 
a. Twenty respondents objected to 
the use of the term "corpora-
tion" to describe the Air Force. 
Ten had no objection to the use 
of the term. The main reasons 
volunteered for not liking the 
term were (1) that the term "cor-
poration" does not give a real-
istic picture of what the Air 
Force is, and (2) the term has 
a negative connotation for too 
many people • 
b. Twenty-eight respondents could 
find no objection to the use of · 
the term "executive~ in describ-
ing officers; two objected, but 
only mildly, saying they saw no 
need for it. 
Most of the twenty-eight respond-
ents who had no objection to the 
term "executive" volunteered 
reasons why they liked it: "It 
gives more breadth to the offi-
c~r career"; "It gives more 
'status' to the job he does"; 
"It describes better the job he 
does". ("Executive", it will be 
recalled, received the highest 
rating on the "prestige scale" in 
Question #4.) , 
In Table XXVIII: Fifteen respondents felt 
that the Corporation/Executive concept 
would raise the prestige of the Air Force 
officer career in their minds; fifteen felt · 
that the concept, as a whole, ~ would have no 
effect. 
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4. In Tables XXIX and XXX: 
a. Twenty-five respondents felt that 
the Air Force "Definitely Should" 
stress the Position Titles in any 
program to present the Air Force 
officer career to the pub~ic. 
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b. Five respondents felt that the Air 
Force should stress the Position 
Titles but with certain reservations. 
Note: All respondents felt that 
the reason the Position Titles 
should be stressed is that they 
(the Position Titles) help broaden 
the image of the career, and, by 
so doing, help parents see that 
their sons' education would not be 
wasted in the Air Force. 
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TABLE XXVI . 
ANSWERS TO QUESTION: 
Did thinking of the Air Force as a "Public Service 
Corporation" help you to understand better the Air 
Force officer career? 
172 
Answer Women 
Combined 
Total 
Yes 
No 
8 
7 
Qualifications 
Given With Answers 
(By Some of Respondents) 
"No. I don't like the idea 
applied to the A.F. The mili-
tary is the military, and a 
corporation is a corporation. 
A corporation is a business; 
a money-making operation, and 
I can't see the Air Force in 
that light." 
"Yes. It has lots of appeal, 
lt gives a broa4~r §QQP@ to th@ 
.A:ir Fa:r<?~.J.:it tak~s ~WaY. th@ 
narrrew ml.li ta:ry asp.§et;" 
HY§s. (Afl'El o No.) It'.s all 
--. ~ 'b_J. a~- - ., b~ - J: ..c:.r---. .-.---rig;u~ T·er m~ 1 . L:J!f~ Tor man:y . . 
:p-e'eple 1 es:p~ela±ly ·uiE>?e With less emacatiofL tnere is a 
tiil;3tr:Ust . f er _tile corp9fatiqi), 
ana the Air Fbrce would sUffer 
bj tfi~ cofuparisoh." 
"Yes; but as an analogy only~" 
6 
7 
g 
5 
2 
1 
15 
15 
11 
5 
1 
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TABLE XXVII 
ANSWERS TO QUESTION: 
Can you think of any objections to the American 
public thinking of the Air Force as a "corpora-
tion", and of the officers as "executives"? 
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Combined 
Men 
Objections to "Corporation" 
only 
Objections to "Executive" 
only 
Yes: 10 
No: 6 
1 
No: 14 
Qualifications 
Given With Answers 
(By Some of Respondents) 
"The word 'executive' is good; 
it gets away from the purely 
military aspect; gets away from 
the 'Jr. Birdman' idea. It 
broadens the meaning of a 'mili-
tary man'." 
"The terms 'corporation' and 
'executive' are misleading; the 
Air Force is not a corporation, 
and the officers do not have 
true executive powers." 
7 
6 
Women Total 
10 20 
4 10 
1 2 
14 28 
' 6 lJ 
5 11 
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TABLE XXVIII 
TABULATION 
ANSWERS TO QUESTION: 
What effect would this Corporation-Executive 
approach have on your attitude toward the Air 
Force as a "prestigeful" career for your son? 
Answer 
Yes: would improve my attitude 
and increase prestige. 
No: would not improve my atti-
tude and would not increase pres-
tige. 
7 
6 
Qualifications 
Given With Answers 
(By Some of Respondents) 
\ I. 
"My attitude would be more toler-
ant; I would\ see that my son might 
follow his own specialty; that 
there is more to it than just fly-
ing; I would :1be more apt to look into it furthE':}r. This gives it 
more scope." \ 
\ 
11No effect. I cannot see it as a 
corporation. 'The military is the 
military; calling it something 
different · would make no change." 
4 
4 
Women 
8 . 
9 
1. 8 
1 
175 
Combined 
Total 
15 
15 
12 
5 
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TABLE XXVIII (continued) 
"The term 'Executive' is good; 
the term 'corporation', no." 
"I would like it, and it would 
raise the prestige - IF it were 
true." 
"The analogy is good; I prefer 
to think of my son in the Air Force 
as a corporation, than in just the 
Air Force alone." 
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Combined 
Men Women Total 
1 4- 5 
2 1 J 
1 1 2 
' ... · 
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Men 
Women 
Men 
and 
Women 
TABLE XXIX 
SCALE OF ANSWERS TO QUESTION: 
Even if the Air Force were not to use the. "Cor-
poration/Executive" approach, do you feel that 
the Air Force should or should not stress the 
Position Titles more in its presentation of. the 
career to the public? 
' Men and Women 
Should but 
Definitely With Reser-
/ Should vat ions 
12 3 
13 · 2 
.. 
25 5 
' 
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Definitely 
Should 
Not 
-
-
-
1-
I 
I 
I 
I 
I 
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TABLE XXX 
REASONS1 THE AIR FORCE SHOULD STRESS 
POSITION TITLES MORE IN PRESENTING THE CAREER TO THE PUBLIC 
Reason 
"It would help broaden the picture 
parents have of the Air Force ca-
reer beyond flying by educating the 
public to. what men really do in the 
Air Force, in terms they understand." 
/ 
"It would help to show parents that 
their sons' education for a chosen 
career would not be wasted in the Air 
Force." 
"It would make it appear as a more 
challenging and interesting career, 
not limited to the daring and ad-
venturesome." 
Men Women 
12 13 
2 3 
2 
Combined 
Total 
25* 
5 
3* 
* Some respondents gave several reasons; others volunteered none; 
hence, the total does not equal thirty. 
1 . . 
Five respondents added that although this approach would 
be valuable, the Air Force should be sure to acknowledge the dis-
advantages as well, and not make it look and sound like a recruit-
er's high-pressure sales pitch. 
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Comments 
The overall reaction to the "talk" by the . "public official" 
in the preceding question was that it broadened the "scope" of the 
Air Force officer career in the minds of the resp~ndents. 
Table XXVI in this (the current) question shows that; nu-
merically, the respondents were equally divided in their opinions 
on ·whether or not the total "Public Service Corporation" concept 
helped them to broaden their understanding of the Air Force offi-
cer career. However, Tables XXVII through XXX show that respond-
ents were almost unanimous in their evaluation of the concept, when 
their evaluations of the component parts of the concept are con-
sidered together. 
For example, by grouping all the comments of respondents who 
felt that the term "~orporation" was (1) inaccurate as a word to 
describe the operation of the Air Force, (2) had unfavorable conno-
- tations that would detract from the dignity of the Air Force, and 
(3) was just not needed, on~ can conclude that this group felt that 
to try to create an image of the Air Force ~ a Public Service Cor-
poration would .not be a fruitful approach for the Air Force to use. 
Yet, as many respondents pointed out, although creating a 
permanent "image" of the Air Force as a Public Service Corporation 
might not be desirable, still, the analogy could be useful in an 
overall public relations prog~am for putting across the broader 
corporation-like aspects of the officer career within the Air Force. 
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Further, the respondents were almost unanimous in their 
agreement that to create the actual image of the Air Force offi-
cer as an "Executive" could be very valuable~ As the respondents 
themselves pointed out, officers today - "as pictured in the pub-
lie official's talk" - ~ executives. And, the term "Executive" 
carries great prestige for this public because it connotes "scope" 
of opportunity an~ responsibility in the businesses and profes-
sions for which their sons are preparing themselves. 
As~ociated closely with the agreement that the Air Force 
would do well to stress. the fact that an officer is an executive, . 
was the 100 per cent agreement that the Air Force should present 
the officer career to this public in terms of the Position Titles. 
These, in themselves, according to the respondents, revealed the 
broader scope of the Air Force officer career and, thereby, helped 
the respondents, as parents, to ~ what their sons would do as 
Air Force officers, either in addition to or instead of flying. 
Thus, as the "public official" pointed out, parents could 
see that the Air Force. is ~ of the outstanding organizations 
within which their sons not only could follow their original ca-
reer plans, but could broaden them; , an organization within which 
their sons' own background, education, brains, and executive po-
tential not only are needed, but would be used.52 
~ 
52rt is visualized that in whatever type of program the "broad-
ened image" would be presented to the public - and by whatever media (magazine features, addresses by public officials, television, etc. 
-see Question #141, the Air Force Officer career would be pictured 
in a role taken from the Position Titles; for example: 
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This "broadening of the image" of the Air Force officer 
career would, it appears, play a great part in overcoming the 
negative attitude toward the career on the part ~f these people; 
and, by so doing, would " ••• raise the prestige of the Air Force 
officer career in the minds of the 'best educated' adult civil-
ian public." 
"He is the director of a missile research laboratory --
as an Air Force Officer." 
"He is an executive who manages a $1,000,000 organiza-
tion - he's an Air Force Officer." 
"He is studying astronautics at the Massachusetts In-
stitute of Technology - as an Air Force Officer." 
"He is an Air Power Strategist - h~ plans for world pea6e; 
he's a pilot and a specialist in International Relations - as an 
Air Force Officer." 
"He is a scientist working on the "the next 50 years" 
he's an Air Force Officer." 
"He is a key diplomat in the nation's Mutual Assistance 
Program in France (or England, Italy, Portugal, etc.) as an Air 
Force Officer." 
"He is a Professor of English at the Air Academy -- as an 
Air Force Officer." · 
"He supervises the purchasing of $100,000 worth of missile 
components a year -- as an Air Force Officer." · 
"He is a lawyer, a physician, a hospital director, a psychol-
ogist, etc. -- as an Air Force Officer." 
"He commands this B-52 aircraft, and is a scientist (or is 
any one of the executives cited above) -- as an Air Force Officer." 
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HIGHLIGHTS IN SUJ.VIMARY 
FINDINGS 
QUESTIONS #1 THROUGH #13 
QUESTION #1 (pp. 48-53) 
182 
When asked to rate _fourteen executive and professional 
occupations on a scale, according to the way they ·"felt" about 
them "generally", respondents rated "Scientist", "Physician", 
and "Professor" in first, second, and third places, respectively, 
and rated Air Force Officer in twelfth place. 
QUESTION #2 (pp. 54-59) 
When asked to select three occupations (from those listed 
in Question #1) from which they would MOST LIKE their sons to 
choose a life's work, and three from which they would LEAST LIKE 
their sons to choose a life's work: 
1. Two Men selected Air Force Officer as one of , 
the three MOST LIKE careers. 
2. No Women selected Air Force Officer as one of 
the three MOST LIKE careers. 
). Nine Men and eleven Women (or a total of 20 
out of 30 respondents) selected Air Force Offi-
cer as one of the three LEAST LIKE careers. 
TProfessional Pilot was the only occupation 
selected as a LEAST LIKE career by more respond-
ents than Air Force Officer, having been se-
lected by ten Men and eleven Women.) 
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QUESTION #3 (pp. 60-78) 
When asked to give the reasons for having selected the 
MOST LIKE and LEAST LIKE careers: 
1. The fotir (composite) reasons (out of a 
total of sixteen reasons) cited most 
frequently for the MOST LIKE careers 
were: 
Reason 
a. A career that offers the personal 
satisfaction of using one's own 
brains and talents to best advan-
tage in work of greatest personal 
interest and of one's own choos-
ing - there.by permitting the growth 
of the "whole man" and his conse-
quent rise to the greatest heights . 
possible on the basis of his own 
No. of Times 
Cited For 
Air. Force Officer 
capabilities. 0 
b. A career that provides the chance to 
render great personal, constructive 
service to people - to the nation -
to humanity; a chance to make a per-
sonal contribution to "man" - and to 
be able to see and feel the results. 0 
c. A career that allows a man freedom 
to think and to express what he thinks; 
a career that allows room for the non-
conformist thinker of the moment; a 
career that places a price on brains 
and new ideas. 0 
d. A career that provides a fairly high 
income and a high standard of living 
for a man and his family. 
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2. The four (composite) reasons (out of 
a total of eighteen reasons} cited 
most frequently for the LEAST LIKE 
careers were: 
No. of Times 
Cited For 
Reason 
a. A career that is dangerous (hazard-
ous). 
b. A career that interferes with - or 
actually prevents - a normal, stable, 
full family life. 
c. A career that provides little mental 
challenge, and little chance to be 
creative, or to make an original con-
tribution; a career that does not use 
an educated man's full brain power or 
talents and, consequently, does not 
allow his full growth. 
d. A career that regiments a man's whole 
life - keeping him always aware of the 
rules .of a strict, hierarchical caste 
system in which he must always be "just 
a cog in a machine"; a career that 
allows little freedom of decision in 
matters which most affect his (or his 
family's) daily life. 
Air Force Officer 
1.3 
11 
10 
10 
These "Reasons" ~ together with the others listed in the 
body of the study, plus the answers to Questions #1, #2, and #.3 -
showed that on "first thought", the respondents' collective atti-
tude toward the Air Force officer career was negative, and that 
their collective "imagen · of the career was narrow. 
QUESTION #4 (pp. 79-88) 
When asked to rate the "prestige sound" of each of nineteen 
terms used in business and government (terms such as "Executive", 
"The Military", "Political Appointee", and ''2nd Lieutenant"~ etc.): 
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1. "Executive" received the highest rating. 
2. "Air Force General" received the second 
highest rating. 
). "Political Appointee" received the low-
est rating. 
4. "Military Brass" received the next-to-
the-lowest rating. 
QUESTION #5 (pp. 89-93) 
When asked: "Off hand, would you say that there are attri-
butes required for success as a Military Leader which are not, 
necessarily, required for success as a Business Leader? -- twenty 
(out of thirty) respondents said, "Yes". 
When asked: "Off hand, would you say that there are attri-
butes required for success as Business Leader which are not, neces-
sarily, required for success as a Military Leader?" -- twenty-two 
(out of thirty) respondents said, "Yes". This evidenced a "dis-
tinct and separate image" of the Air Force Officer career on the 
part of most respondents. 
QUESTION #6 (pp. 94-109) 
Those respondents who (in the preceding ·Question) said: 
"Yes, there ·~ special attributes required for success as a Mili-
tary Leader not necessarily required for a Business Leader, and 
that there ~ attributes required for success as a Business Leader 
not necessarily required for success as a Military Leader" -- found 
/ 
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it difficult to think of the "peculiar" attributes when asked 
to name them in this Question. However, after considerable de-
lay, they did cite ten attributes peculiar to success as a Mili-
tary Leader, · and eight attrib~tes peculiar to success as a Busi-
ness Leader; the three attributes cited most frequently for each 
are the following: 
1. Attributes required for success as a Mili-
tary Leader but not required, ne~essarily, 
for success as a Business Leader: 
a. A narrow, channeled "military mind", 
and the internal make-up to accept 
/ the rigid, exacting discipline of an 
authoritarian caste system; this in-
cludes the ability to completely sub-
jugate one's "self" to the hierarchy, 
and the willingness to give "blind 
obedience" to superiors. 
I 
b. Greater courage - "heroism"; "cold-
bloodedness", or "ruthlessness" to 
deal with the lives of others when the job calls for it. 
c. A willingness to curb initiative and 
~ision because of the £ear of the pen-
alty for making a mistake; the penalty 
being a note on the record that can 
never be erase·d, and which can hold 
back chances for advancement. 
2. Attributes required for success as a Busi-
ness Leader but not required, necessarily, 
·for success as a Military Leader: 
a. Diplomacy, kindness, consideration, and 
thoughtfulness in 'dealing with people -
especially those working for you. A 
sense of responsibility for the feelings 
of others. 
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b. More ability and training (than the 
Military Leader) to think of the Big 
Picture - of overall planning, fore-
casting; more ability to make big, 
sweeping decisions. 
c. A desire (and the ability) to think 
independently; to deal with new ideas 
which can improve management, the 
product and personnel relations; the 
desire and ability to create. 
QUESTION #7 (pp~ 110-116) 
Whenasked to describe "what an Air Force Officer does 
during his working hours," most respondents found it difficult to 
/' 
reply. However, the following were the three most commonly cited 
(composite) descriptions given: 
1. "He flies and instructs others in fly-
ing. He supervises flying activities, 
including flying drills, maneuvers, and 
training flights." 
2. "He spends a lot of time sitting around, 
waiting for a war or for retirement. · He 
uses up a lot of the day - filling out 
time - in a passive role. He spends a 
lot of time at a desk bogged down with 
routine paper work and 'red tape'. He 
passes a lot of time away at the club, 
griping about his status and the high 
cost of living the Air Force life." 
3. He commands units; supervises men; super-
vises administration, the same as any 
other executive. He leads." 
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QUESTION #8 (pp. 117-121) 
! : 
When asked to estimate the percentage of Air For~e Offi-
cers who actually fly "as their primary 'day-to-day job", almost 
half of the respondents estimated "30%" -- the correct percentage. 
Of the remaining respondents, . nine estimated less than "30%•, 
showing that in spite of the flying "image" of the ~ir Force offi-
cer evidenced in previous questions, the respondents -- "when they 
thought about it" -- discovered that they really believed that 
most officers do ~ fly. 
QUESTION #9 (pp. 122-130) 
When shown a list of twenty-seven "Position Titles" describ-
ing executive and professional positions (such as "Pilot•, Mathe-
matician", "Director of Research and Development", "Director of 
Management Analysis", etc.) and when asked to identify those which 
they would classify as "essential full-time positions for career 
Air Force Officers", respondents accurately identified the Air Force 
positions with unexpected ease. This showed that when required to 
"think about" the Air Force Officer Career, the respondents were 
able to see it in a larger perspective than they (and the investi-
gator) thought they could. 
QUESTION #10 (pp. 131-142) 
When asked what their reactions would be if their college- . 
educated sons were to announce that they had decided to accept 
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commissions as career Air Force Officers, twenty-five of the thirty 
respondents registered from "Mildly Unfavorable" to "Definitely Un-
favorable" reactions. Their comments revealed, again, the negative 
attitude toward, and the narrow image of, the Air _Force Officer ca-
reer that is .... manifested "on first thought" -- especially when that 
"first thought" relates to their sons; this, regardless of having 
shown a capability for a broader perspective and more tolerant atti-
tude toward the career in the questions preceding ~his one. 
QUESTION #11 (pp. 143-150) 
When asked to summarize what they would list as major advant~ 
ages and major disadvantages of the Air Force Officer career, the 
respondents cited eleven advantages and ten disadvantages, of which 
the following were mentioned most frequently: 
1. Advantages 
a. The opportunity to travel and to see dif-
ferent places. The adventure and educa-
tion that comes from travel. 
b. Security of one's whole life, including 
medical care, etc.; especially, security 
of income during a recession. 
c. An honorable profession providing the op-
portunity to do something patriotic, and 
offering the prestige of the uniform. 
2. Disadvantages 
a. Disruption of a stabie family life by con-
stant moving; no roots. 
b. Danger; the hazard of flying. 
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c. Boxed-in, narrow field in which there 
is little mental challenge, and little 
chance to use brains and talents to 
their best advantage. 
It was shown that even the ''advantages" cited by the re-
spondents were in most cases, to the respondents, actually dis-
I 
advantages; i.e., Travel and Security were advantages only IF a 
person wanted to get them by "constant moving" and "sacrifice of 
liberty", etc. 
QUESTION #12 (pp. 150-167) 
/ 
When asked their reaction to a presentation of the "new 
. 
approachrr,53there was almost an equal number of positive and nega-
tive reactions. However, respondents were almost unanimous in 
their reactions to different elements of the "new approach", as 
will be shown in the next, and final, Question of the formal in-
terview. 
QUESTION #13 (pp. 168-181) 
When asked a series of short questions on the "general re-
actions" to the "new approach" expressed in the preceding Question, 
the respondents showed that: 
1. They thought that the Air Force could cre-
ate an understanding of the breadth of the 
53supra, p.lJ. 
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Air Force Officer career by employing the 
analogy of the Air Force as a "corporation", 
and by creating an "image» of the Air Force 
officer as an "executive". 
2. They thought .that the Air Force ~ould further 
emphasize the »scope" of the Air Force Officer 
career by stressing the »Position Titles'' to 
the public. The »Position Titles», they 
agreed, would help the public see that their 
sons' education not only is needed, but would 
be used within the Air Force Officer career. 
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QUESTION #14 
Foreword 
Question #13 completed the formal interview. 
However, it occurred to the investigator during the pre-
testing period that it would be interesting to know what this 
group would consider to be the most effective manner in which to 
present the Hnew approach" to the "best educated" ~ublic as a 
whole, if a decision were made to do so. 
Therefor~, the investigator took advantage of the good 
nature and sincere interest of the respondents, and asked them two 
additional, but related, questions. 
In order that these two questions will not be confused with 
the formal questions -- Question #1 through Question #13 -- they 
will be referred to as "Ancillary Question A" and "Ancillary Ques-
tion B". 
Statement and explanation of the questions 
Ancillary Question A 
"If the "new approach" you have just discussed 
were to be put across to the "best educated" 
adult civilian public which, in your opinion, 
would be the 'best' and 'next best' media to 
use? Magazines? Newspapers? Radio? 
Television?" 
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Ancillary Question B 
Findings 
"If the 'New Approach' you have just discussed 
were to be put across to the 'best educated' 
adult civilian pub1lic, who (what agency or per-
son-s) should sponsor the program? i.e., who 
actually should be 'speaking' while the message 
is being delivered? The Air Fore~? The 
President? The Secretary of Defense? Others?" 
l 
.. 
In that the answers given to these ancillary questions 
were, in effect, "after the fact" and, therefore,· informal com-
ments, they will not be extracted and commented upon individually 
by the investigator. However, the usual "composite" replies have 
been prepared and are included as Tables XXXI through XXXIV, as 
follows: 
Table XXXI: 11 Besc" and "Next Best" Media 
For Getting The "New Approach" 
Message Across To The "Best 
Educated" Adult Civilian Public. 
Table XXXII: Main Reasons For Selecting 11Maga~ 
zines" and "TV" as 11 Best" and 
"Next Best" Media For Getting The 
"New Approach" Across To The Best 
Educated Adult Civilian Public. 
Table XXXIII: "Recommended Sponsors" For The 
Air Force "New Approach" Message. 
TableXXXIV: Pertinent Comments on "Recommended 
Sponsors" Of The Air Force "New 
Approach" Message. 
Summaries of the original comments from which Tables XXXI · 
through XXXIV have been prepared, will be found in Appendix C, 
PP• 274-276. 
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TABLE XXXI 
"BEST" AND "NEXT BEST" MEDIA 
FOR GETTING THE "NEW APPROACH" ACROSS 
TO THE "BEST EDUCATED" ADULT CIVILIAN PUBLIC 
Best Next Best 
Media Men Women Men Women 
Magazines 
TV 
Newspapers 
Radio 
1. Magazin'es 
2. TV 
3. Newspapers 
4.· Radio 
9 12 
6 3 
Recapitulation 
Men and Women · 
Best 
21 
9 
6 2 
7 9 
2 4 
· Next Best 
1. TV 16 
2. Magazines 8 
3. Newspapers 6 
4. Radio 
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TABLE XXXII 
MAIN REASONS FOR SELECTING MAGAZINES AND TV 
AS 11 BEST11 AND "NEXT BEST" MEDIA, RESPECTIVELY, FOR GETTING 
THE "NEW APPROACH" ACROSS TO THE ADULT CIVILIAN PUBLIC 
Reasons For Selecting Magazines 
"Magazines have a longer life around the house·. 
There is the chance to re-read, or to patch up 
on lat~ issues. More of the same family can 
Number of 
Respondents 
read the same magazine over a period of time." 6 
"Magazines cater to selective readership - by 
education and income. Therefore, the message 
can be aimed to specific audiences." 
»People read magazine articles thoughtfully; so, 
after having chosen to read an article, a per-
son is more apt to remember what he has read." 
"The fact of beirig published in a national maga-
zine gives credence and prestige to the subject 
matter." 
"This is a •natural' for a magazine article." 
11 People buy magazines to read; therefore there 
is a good chance that the article will be read." 
"Articles in magazines are caref~lly done by 
skilled writers." 
3 
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Reasons For Selecting TV 
TABLE XXXII 
(continued) 
"The story of what people actually do can 
best be told by dramatizations; possibly 
by the use of a series of filmed stories 
stretched out ~ver a long period. This 
would ·tell. the story of the breadth of the 
career - .more so than West Point show does." 
~TV gets more of the family." 
"TV could be used for a 'fire-side chat' 
.type of presentation by an important per-
son." 
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No. of 
Respondents 
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TABLE XXXIII 
"RECOMMENDED SPONSORS" 
FOR THE AIR FORCE "NEW APPROACH" 
! 
Recommended Sponsor 
Government: 
The Air Force 
The President 
The Secretary of Defense 
Others: (Suggested by respondents) 
Well-known Civilian Writers 
Anyone but the Government, 
"without an ax to grind" 
Private Enterprise, as a 
public service 
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MESSAGE 
Combined 
!:1!!!! Women Total 
6 6 12 
1 4 5 
1 1 2 
19 
3 2 5 
2 2 4 
2 2 
11 
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TABLE XXXIV 
PERTINENT COMMENTS* 
OF THE AIR FORCE 11NEW APPROACH" MESSAGE 
Men and Women 
"I recommended Mr. McElroy because he could speak with 
authority and yet not have the bias of the Air Force." 
2. The President would give the message the prestige it 
would need." 
The men who are in it should tell about it. There should 
be articles by doctors and lawyers, for example, telling 
'why' they chose the military career, and like it. Maybe 
these men could refute some of the misgiyings we have." 
"The Air Force should tell the story, but it should be by 
a man who is at the top; a man above prejudice. A really 
top man.tt · 
"The Air Force should be careful, in telling the story, 
not to appear to be bragging." 
6. "If the Air Force told this by stories (on TV) no one would 
think of it as propaganda." 
7. "People would be more apt to read or listen to such a mes-
sage if the President spoke about it - assuming it is that 
important. Normally, people don't pay too much attention 
to military subjects." 
8. 
10. 
"A private writer - writing an article in the Post, say -
could write this as a factual story. The fact that it had 
been selected for an article would give it importance." 
"Arthur Godfrey always talks about .the Air Force. He could 
help tell something about things other than flying." 
11 This would make good material for a Dave Garroway TV feature 
series." 
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TABLE XXXIV 
(continued) 
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"This could be told to the public by industry, as a pub-
lic service. ; Companies which do not have contracts with 
the Air Force would be the best. However, any company 
with stature might be interested in sponsoring such a 
message ••• RCA, Campbell Soups Company, aircraft compan-
ies, etc." 
12. "I think of General White, ·General Norstad, or General 
Spaatz telling this; they have the glamor and prestige." 
1). "This should really use all the media as a big campaign 
if it is to have effect, but it should have many people 
in on it: the Alsop brothers, Godfrey, Post editorial, 
etc," 
"Th~ Air Force top man could talk for his own organiza-
tion ~nd career- just like J. Edgar Hoover does for his.n 
"The Air Force definitely should not do it; they would 
color it, just like the man who was speaking in the piece 
you read." 
* Comments were not asked for as part of the interview. 
ants, regardless of whether or not they wer~ in favor 
Force career, became very ,interested in the "selling" 
done. 
Respond-
of an Air job to be 
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Overall Comments 
The data contained in these tables (as well as in Appen-
dix C) should prove of interest to any agency contemplating a 
program designed to put across the "new approach" or similar 
programs. 
Also of interest to such an agency would be the follow-
ing: 
The Gallup study (Previous Study #1, P• 6), con-
cluded that " ••• The civilian public bases its attitudes toward 
the military service more on reports from people who have been 
in the Service than on any other source of information. The 
next most frequently mentioned source is personal experience in 
the Service. The influence of . the mass-communications media 
appears to be of se·condary importance. This would indicate that · 
the soundest public relations approach for the Services would 
'start at homet.n54 
However, the informal answers received from this 
group indicate that the mass media may be of much greater impor-
tance than the Gallup study would indicate. 
Perhaps the reason for the mass media being cited 
as "of secondary importance" in forming attitudes· about the serv-
ices is that they have not been used by the services as part of a 
definite public information program aimed at overcoming the nega-
tive attitudes now known to exist. 
54Public Opinion Surveys, Inc., .Q.£• cit., p. 1, "Conclusions". 
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CHAPTER IV 
C O ~SLUSIONS 
On the basis of the Findings of this study, the investi-
gator has concluded: 
_ 1. That the negative attitude of the "best edu-
cated" public toward the Air Force officer career -- indicated 
by the low prestige rating given the career in previous studies, 
and by the same low rating given the career in this study -- can 
be attributed in great part to the narrow "image" of the career 
held by this public; an image reinforced by an · inherent f~ar of 
flying, and by a traditionally negative attitude toward, and an 
out-of-date image o~ "the military". 
2. That the prestige of the Air Force officer ca-
reer can be raised in the minds of the "best educated" adult ci-
vilian public by: 
a. Broadening the· image of the Air Force offi-
cer career in order to show the scope of the whole career for col-
lege educated young men -- to include, and yet ·go beyond -- the 
flying aspects of the career. This is the "new approach". 
b. Broadening the image of the role of the mili-
tary career as a whole, by creating an awareness on the part of the 
public of the vastly broader and more dynamic, hour-oy~hour role of 
the Armed Forces as instruments of national policy today, when 
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peace in the world has become one of the most important goals of 
America as a nation. 
). That in any public relations program designed 
to implement the "new approach" -- i.e., any program designed to 
"broaden the image" of the Air Force officer in the minds of the 
best-educated adult civilian public -- the Air Force would bene-
fit from: 
a. Stressing the Position Titles, and descrip-
tions of the Position Titles telling what Air Force officers 
actually do, not only as part of the career as a flying officer, 
but beyond the flying aspects of the career. 
····-
b. Comparing the career as an officer with that 
of an "executive"; and, by fostering a direct association between 
the two terms. 
c. Drawing upon the analogy of the Air Force as 
a "corporation" in order to convey the scope of opportunity within 
the Air Force officer career for "executives" of all types. 
4. That any program designed to increase the pres-
tige of the Air Force officer career should be coordinated, as a 
function of public relations, rather than purely as a function of 
recruiting advertising, with all other programs in which the "image" 
of the Air Force career as a whole is placed before the public. 
5. That any program designed to increase the pr~s­
tige of the Air Force officer career would benefit from a program, ' 
on a national scale, designed to broaden the image of the military 
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career as a whole today, as it fits into the · nation's new role as 
a World Power. 
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CHAPTER V 
EPILOGUE: 
READERS' QUESTIONS ANTICIPATED 
AND ANSWERED 
BY THE INVESTIGATOR 
I. ANTICIPATED QUESTION #1 
"Would • ••• broadening the image of the Air Force 
officer career, by stressing the scope of the ca-
reer beyond flying', tend to depreciate the dis-
tinctive 'Air' aspect of the Air Force? -- and de-
tract from the essential military function of the 
Air Force?" 
The investigator is convinced that there would be no 
depreciation or detraction, provided that such a program were 
carried out within the context of the mission of the Air Force. 
That is, provided the broadened image of the Air Force officer 
career were to reflect everything that constitutes Air Power, in 
1958 -- and fifty years beyond. 
The reader will recall that in recommending the broad-
ening of the image of the career beyond flying, the investigator 
did not imply that a wholesale de-emphasis of flying should be 
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made; rather, he suggested only that the image be expanded be-
yond the flying aspect. Thus, by emphasizing the multifarious 
nature of the Air Force officer career, within the broad Air 
Force m~ssion, he felt that the Air Force officer. career could 
then become more understandable, and, as shown, could become 
' 
more "prestigeful" for the best-educated public. 
By way of illustration, the reader is asked to think a 
moment about Pan American Airways (chosen as only one example 
among many that could have been cited). Pan American Airways 
does not lose its "Air" aspect by advertising for executives for 
all of its many functions. To have a career with Pan American 
does not automatically, and exclusively, imply that a young man 
is going to fly an airplane. Rather, Pan American represents a 
corporation with nothing but an "Air" mission, yet one within 
which people are not the least surprised to find engineers, scien-
tists, accountants, comptrollers, operations analysts, linguists, 
traffic control experts, lawyers, managers, etc. The "flying" 
mission is, in fact, enhanced for the public by the very knowledge 
that in i958, running a world-wide airline is such a tremendously 
broad operation. And, the prestige of a career within Pan Ameri-
can Airways, Inc. is increased by the scope of opportunity for 
college-educated young men. 
Could not the same be said of General Motors? or Generai 
Electric? or General Dynamics? or North American Aviation, Inc.? 
or Procter ahd Gamble? Does not each of these create an image 
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of expansiveness and breadth of opportunity for young men £y em-
phasizing the "mission" of their respective organizations, and 
the place for many careers within the organization in accomplish-
ing that mission? 
The Air Force tells its own people that "Air Power is a 
Thousand Things.nl 
In ~ffect, the "new approach" is to tell the public -- es-
pecially the best-educated public -- the same thing, in terms of 
the careers open to young college-educated young men; in terms of 
the mission of the Ai~ Force. 
In the Simplest terms, once again, it seems to the investi-
gator that by broadening the image of the Air Force officer career 
beyond flying, but within the context of the Air Power mission to-
day, that people (parents of college-trained young men, especially) 
would -- as they do in the cases of the civilian corporations men-
tioned as examples -- ~the scope of the career, and, thereby, 
over the long run, overcome their negative reaction toward the Air 
Force officer career as a life's work for their sons. 
!Poster, "Air Power Is a Thousand Things", USAF Information 
Services, Internal Division (Washington: u. S. Government Printing 
Office, 1957). 
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II. ANTICIPATED QUESTION #2 
"In that the Public Information function of the 
Air Force Information Services program is '••• 
207 
to transmit factual information to the American 
public ••• as part of an overall objective of ••• 
increasing the degree of understanding and knowl-
edge which the American people possess concerning 
the missions and requirements of the Air Force•,2 
why has there been such emphasis placed, in this 
study, upon the value of 'mental devices'? 
"If, in fact, the best-educated public would 
attribute greater prestige to the Air Force offi-
cer career by seeing the broader scope of the ca-
reer, why was it necessary to · consider such 'gim-
micks' or 'hooks' as the 'Public Service Corpora-
tion' and the 'Executiv~'? Why has it been con-
cluded that the term 'Executive' and the anology 
of the 'Corporation' should be considered in an 
Air Force public relations program, when 'just 
setting forth the straight facts' for the public 
to see, and judge, would seem to be more in keep-
ing with the information program of the Air Force? 
"Does not the phrase, • ••• create or modify the 
image of the career in the mind of the best edu-
cated public' sound too scheming, too smacking of 
'press agentry' for a government agency whose in-
formation program is • ••• to inform public opinion, 
not to form it '? 11 3 
The investigator holds that the use of the "mental de-
vices" would not be "scheming", nor would it be "press agentry", 
2Air Force Manual 190-4, Air Force Information Services 
Manual (Washington: Department of the Air Force, 1956), pp. 1, 32. 
3The phrase 11to inform public opinion, not form it", has 
been cited as a fundamental of government information policy over 
the years; however, the investigator cannot identify the source. 
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so long as the objective for which the "devices" were being used 
was in the public interest. That is to say: if it is in the 
public interest to have the "best educated" public see the Air 
Force officer career as a prestige career for th~ir sons (the 
opening statement of this study, " ••• The Air Force must attract 
and retain college-educated young men as career Air Force offi-
cers," assures the investigator that such an objective is in the 
public interest), then the "mental devices" can b~ considered only 
as aids in putting across the factual information. 
"Granted that such 'devices' would not be manipulative or 
press agentry; still," one may insist, "this does not explain why 
they are needed in the first place." 
The investigator would ask the reader to recall that dur-
ing the study, "fear" and "long-standing negative attitudes toward 
the military, generally," tended to account for thfs public's fail-
ure to ~ the breadth of the Air Force officer career, even though 
"information" had been assu~ed to have been read, heard, or seen in 
the mass media; and, even though new "information" (in the form of 
Position Titles) had just been presented to them. It was concluded 
at that time, that the first task of any public relations program 
would be to overcome the traditional negative attitudes so that sub-
sequent information could get through. 
Social psychologists point out that "information alone does 
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not necessarily change attitudes.n4 
Social psychologists point out that " ••• findings clearly 
indicate that those people responsible for information campaigns 
cannot rely simply on 'increasing the flow' to spread their in-
formation effectively. Psychological barriers create real prob-
lems for those charged with the task of informing the public.n5 
If information is presented in such a way that the indi-
vidual is generally unaffected by it ••• because of a~titudinal bar-
riers ••• no attitude chang~ is effected, they add.6 
Or, stated differently, " ••• any effort to change an atti-
tude or behavior through a modification of the cognitive struc-
ture must first overcome the forces tending io maintain the pres-
ent structure."? Emotionally biased persons' perception of fac-
tual information may be so colored by their biases that the mate-
rial may either be rejected or transformed so as to become compat-
ible with their own views. Quite unaware of the violation of facts, 
the biased persons impose on the factual information their own 
emotional frames of reference. g 
4Herbert H. Hyman and Paul B. Sheatsley, "Some Reasons Why 
Information Campaigns Fail", Public Opinion and Propaganda, Katz, 
et al (New York: The Dryden Press, 1954), p. 528. 
5rbid., p. 530. 
6Eugene 1. Hartley and Ruth E~ Hartley, Fundamentals of So-
cial Psychology (New York: Alfred A. Knopf, 1955), pp. 132-140 • . 
7Dorwin Cartwright, "Some Principles of Mass Persuasion", 
Public Opinion and Propaganda, Katz, et al (New York: The Dryden 
Press, 1954), P• 386. 
8rrving Sarnoff, Daniel Katz, and Charles McKlintock, "Atti-
tude Change Procedures and Motivating Patterns", Public Opinion 
and Propaganda, Katz, et al (New York: The Dryden Press, 1954), 
PP• 305-312. 
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Thus, as indicated previously, it appears that the em-
bedded emotional negative reaction to flying and to things "mili-
tary" must be overcome if the facts about the Air Force officer 
career are to get through to the public. It appearsi therefore, 
that something more than a press release of "just the plain facts" 
is called for. 
One of the best ways to overcome the "emotional barrier to 
communication, using a rational approach (it goes without saying 
that the Air Force must use a rational approach), is n ••• to place 
emphasis on the perceptual side of the process; i.e., to get people 
to see the old~bject (the "military" career, in this case) in a 
new tframe of reference'; to get them to see . that the 'new way of 
looking at things' is a path to the same goals (successl) they have · 
set fo~ themselves.n9 
Stated still differently, " ••• the chance of informing public 
opinion (and getting the public to change its opinion, thereby) 
when there is an attitudinal barrier, increases in direct proportion 
as one explains the facts in terms the audience can grasp.lO 
These statements by the social psychologists, then, explain 
why the "mental devices" were considered, and experimented with, in 
the process of getting the initial reaction to the "new approach". 
The "Public Service Corporation" concept, the "Executive" 
image, and the "Corporation•• ·analogy were considered to represent 
9 Ibid • , p • 3 09 • 
lOJohn w. Hill, Corporate Public Relations (New York: Harper 
and Brothers, 1958), p. 59. 
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a new "frame of reference"; a frame of reference which embodied 
terms 11 ••• the audience could grasp"; terms which, in themselves, 
had, as indicated in Question #4, high prestige; terms which in 
themselves, represented "paths to goals" which wer.e seen to be 
meaningful for college-educated sons. 
In co~clusion, it must be admitted that one might call the 
use of "mental devices" a "persuasion technique". Still, so long 
as the objective in using these persuasion techniq~es is only to 
aid in overcoming a communication barrier, in order that the public 
·can see and accept the facts, and so long as those techniques are 
~ 
used with an honest appreciation for social responsibility, it 
appears to the investigator that their use can be said to be in 
the public interest. 
As John W. Hill states in his book, Corporate Public Rela-
tions, once a public relations program is based on integrity and 
truth; once the policy is in the public interest; the next require-
ment is to insure that 11 ••• the facts are understandable, believ-
able, and presented to the public with imagination.nll 
It appeared to the investigator that the presentation of 
the "new approach" - as described in this study - would meet Mr. 
Hill's essential criteria. 
11rbid., P· 7. 
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III. ANTICIPATED QUESTION #3 
"Would a public information program designed to 
increase the prestige of the Air Force officer 
career in the minds of the "best educated" adult 
civilian public pe looked upon unfavorably by 
the Congress of the United States? 
"Would such a program incur Congressional dis-
favor for being 'self-serving propaganda'.l2 
"Would such a program cause the Congress to feel 
that the Office of Information Services would be 
acting as ' ••• a propaganda agency for the purpose 
of _affecting the judgment of ••• the people rather 
than for the distribution of essential information 
with respect to what is .going on'?nl3 
12This quotation is from a statement made by Congressman 
John E. Moss (D, Calif.) while discussing public information 
activities of the Armed Forces during the "House Hearing, l'Y1oss 
. Committee", July 9, 10, and 12, 1956. Congressman Moss said to 
Lt. General Floy A. Parks, USA, one-time Chief of Army Informa-
tion, " ••• Congress may have placed a limitation on information 
activities, but that was based on criticism that the information 
being put out was self-servinf propaganda." (Record of Hearing, 
Moss Committee", p. 1087). Underlining by investigator) 
. 
13This quotation is from a statement made by Senator Joseph 
c. 0 1Mahoney (D, Wyoming) speaking to one of the Deputy Secretar-
ies of Defense and to Mr. Andrew H. Berding, then Director of the 
Office of Public Information. Senator O'Mahoney said: " ••• too 
many members (of Congress) have the idea that this is a propaganda 
agency for the purpose of affecting the judgment of members of 
Congress and the ,judgment of the people rather than for the dis-
tribution of essential information with res ect to what is oin 
on." United States Congress and Senate Committee on Appropria-
tions, Department of Defense Appropriations for 1953; Hearings be-
fore Sub-Committee, 82nd Congress, 2nd Session, on H.R. 7391, · 
February 4, June 21, 1952 (Washington: Government Printing Office, 
1952)' p. 1276. 
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Answer 
The answer to this question appears to be "Yes, such a 
program could incur Congressional disfavor, but it need not neces-
sarily do so." It seems that it all depends on how, and by whom, 
the program is attempted. 
In discussing the answer to this delicate question, the 
investigator wishes first to mention that he has not intended to 
imply, in any part of this study, that such a mass attitude-change 
program necessarily should be a unilateral attempt on the part of 
the Air Force; nor, has he wished to imply that such a program 
should be undertaken to show that the Air Force officer career is 
a better career for college-educated young men than a similar ca-
reer in the other Armed Forces. 
On the contrary, although the investigator has limited him-
self to the study of a definite Air Force problem, he has concluded 
(.p. 202) that the Air Force would benefit from a nationwide program 
which would broaden the public's image of the whole military career 
todai. He arrived at this conclusion on the basis of the finding 
that a great part of the negative attitude toward the Air Force 
officer career stems from a generalized, long-standing negative 
attitude toward the "military". 
Looking at the Air Force problem which he set out to investi-
gate, however, the investigator concludes that the Air Force must 
consider some program designed to overcome a public attitude which, 
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carry out its "service public relations" according to the needs 
of the various publics, including the "best educated" public, 
\ 
with which this study deals. 
Such an overall program definitely would appear to be in 
the public interest and should, therefore, warrant Congressional 
approval. 
In that such an overall program would deal with a nation-
wide attitude which has a direct bearing upon the effectiveness 
of all of the Armed Forces, and thereby upon the ability of the 
United States to carry' out its national policies, it is conceiv~ 
able that Congress itself might consider sponsoring the entire 
program after making its own indepen~ent studies. 
• • • • • 
Regardless of the level, or levels, at which this problem 
is treated, it appears from this and previous studies that the Air 
Force has a long-range attitude change problem for consideration. 
The first paragraph of page 1 of Chapter I of the Air Force 
Information Services Manual (AFM 190-4) stresses that "recognition 
of public interests and attitudes is essential, since the role of 
airpower in ·our national defense structure must eventually be re-
solved by the citizens of the . United States.nl5 
Subm±tted herewith, therefore, is a limited study of one 
phase of an attitude problem. It is believed sincerely that its 
l5Air Force Manual 190-4, QQ.. Cit., P• 1. 
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further study is warranted, and that any measures taken to cope 
with the problem should be carefully guided as part of a long-
term effort, embodied not only in recruiting advertising pro-
. ' 
grams, but in a broader program of · public information •. 
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Air Force Times. Washington, D. c.: Army Times Publishing Com-
pany, January 4, 1958~ 
Air Force Times. Washington, D. c.: Army Times Publishing Com-
pany, June 21, 1958. 
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1. 
2. 
TABLE XXXV 
SCALOMETER RATINGS OF OCCUPATIONS (GALLUP) 1 
(RANK ORDER) 
Physician 
Scientist 
College Professor 
4~ Minister or Priest 
5. Lawyer 
6. 
7· 
e. 
9. 
10. 
Public School Teacher 
/" 
Officer in the Armed Services 
Farm Owner or Operator 
Carpenter 
Radio or TV Announcer 
11. Mail Carrier 
12. Bookkeeper 
·13. Plumber 
14. Owner of a small store in a city 
15. Garage Mechanic 
16. Enlisted man in the Armed Services 
17. Barber 
18. Sales Clerk in a store 
19. Truck Driver 
220 
Public Opinion Surveys ·, Inc., ; ·Attitudes of Adult Civil-
ians Toward The Military Service As A Career (Princeton, New 
Jersey, 1955)., p. 1. · 
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fleasons 
(In Rank Order) 
(By Combined Total) 
A career which provides little 
mental challenge, and little 
chance to be creative or to 
make an original contribution; 
a career that does not use an M 
educated man's full brain 
power or talents - and, con- W 
sequently, does not allow his 
full growth. T 
A career that interferes with M 
- or actually prohibits a nor-
mal, stable, full family life. W 
T 
A career that is dangerous. M 
w 
T 
Scien-
tist 
t 
TABLE XXXVI 
REASONS MEN {M) AND WOMEN (W.) GAVE FOR SELECTING 
THE CAREER AREAS FROM WHICH THEY WOULD LEAST LIKE THEIR SON TO CHOOSE HIS LIFE'S WORK 
Physi-
cian 
2 
2 
Profes-
sor 
Number of Times Cited as a Basis1 for Selecting: 
Engi-
neer 
Minister, 
Priest, or 
Rabbi 
1 
3 
4 
Law-
Z!!:.... 
... 
Corporation 
EXecutive 
. ~ ,. ,_. .. "' ~~ .. ·'-
Public 
school 
Teacher 
f 
Psychol-
ogist 
Public 
Relations 
Consul tan 
Executive 
t/ Accountant/ 
Comptroller 
8 
4 
12 
221 
Pro.fes-
Air Force Radio/TV sional 
Officer EXecutive Pilot Total 
6 
4 
10 
5 
6 
11 
6 
7 
13 
8 
7 
15 
5 
8 
13 
6 
8 
14 
22 
15 
37 
13 
17 
30 
12 
15 
27 
Reasons 
(In Rank Order) 
(By Combined Total) 
A career that regiments a 
man's whole life - keeping 
him always aware of the rules 
of a strict, hierarchical 
caste system in which he must 
always be •just a cog in the 
machine", with little freedom 
of decision in matters that 
affect his (and his family's) 
daily life. 
A career with a medium to 
fairly low pay scale - with 
little chance for a higher 
than average standard of 
living. 
A career that provides a 
high-pressure, ulcer-causing 
"dog-eat-dog" existence; a 
career with great fluctuation 
(up today, down tomorrow} and 
a high mortality rate; a ca-
reer concerned primarily with 
superficial values. 
M 
w 
T 
M 
w 
T 
M 
w 
T 
A career that restricts a M 
man's freedom to think and 
his freedom to express him- W 
self. 
T 
Scien-
tist 
Physi-
cian 
Profes-
sor 
. t 1 . ' f 
:. TABLE XXXVI 
(continued) 
Number of Times Cited as a Basis for selecting: 
Engi-
neer 
Minister, 
Priest, or 
Rabbi 
1 
2 
3 
1 
1 
2 
Law-
I!L 
.. 
.. ,•, 
Corpor~tion 
Executive 
' -. 
-
2 
2 
. ' 
Public 
School 
Teacher 
3 
2 
5 
4 
1 
5 I 
Psychol-
ogist 
Public 
Relations 
Consultant 
Executive 
Accountant/ 
Comptroller 
Profes-
Air Force Radio/TV aional 
Officer EXecutive Pilot 
6 
4 
10 
4 
3 
7 
6 
7 
13 
4 
8 
12 
222 
10 
8 
18 
9 
5 
14 
4 
10 
14 
6 
7 
13 
[ 
[ 
! 
i 
l 
1 
l 
[ 
( 
( 
Reasons 
{In Rank Order) 
{By Combined Total) 
A career that is •short"; i.e., 
one which ends at a time when 
a man is most mature - leaving 
him with nothing (or next to M 
nothing) to show for his life, 
and w1 th little to do the rest W 
of his life except find a new 
career or "rust away" T 
A career that provides a nomadic, 
rootless type of existence, with 
little Choice of where or how 
a man (and his family) must M 
live; an existence ~at de-
velops a lax attitude toward W 
social and community responai-
bility. T 
A career that is not in a com- M 
pletely established profes-
sional, business, or aeien- W 
ti.fic field. 
T 
A career that is limited in M 
acope; i.e., one that has 
little opportunity for advance- W 
ment in an expanding field. 
T 
Scien-
tist 
Physi-
cian 
Profes-
sor 
. 
TABLE XXXVI 
( c.on ~inued) 
. . 
Numbe~ of ~mes Citea ~· a. Basis for Selecting; 
Engi-
neer 
Minister-
Priest, or 
Rabbi 
Law- Corporation 
1!£_ Executive 
... 
. ~ ,' . . ... " ·· .. 
Public 
School 
Teacher 
I 
2 
.. 
2 
t 
Psychol-
ogist 
9 
1 
10 
Public 
Relatic 
Conaul1 
Executj 
ns 
ant/ 
ve 
Accountant/ 
Comptroller 
3 
2 
5 
Air Force 
Officer 
5 
3 
8 
4 
4 
8 
Radio/TV 
EXecutive 
223 
Profes-
sional 
Pilot Tot-6.-
2 
3 
5 
2 
2 
2 
2 
6 
4 
10 
9 
1 
10 
5 
~ 
9 
Reasons 
(In Rank Order) 
By Combined Total 
A career that requires an arti-
ficial "high-living" type of 
social life. 
M 
w 
T 
A career that is intrinsically M 
routine and dull. 
A career that has relatively 
' low ethical standards. 
A career that lowers a man's 
sense of values because of 
the requirement to cater to 
mob tastes. 
A career in which "money for 
its .own sake" becomes too im-
portant. 
w 
T 
M 
w 
T 
M 
w 
T 
M 
w 
T 
Scien-
tist 
Physi-
cian 
1 
1 
Profes-
sor 
Engi-
neer 
·· t ' ' 
, • 
TABLE XXXVI 
(continued) 
Number of Times Cited as a Basis for Selecting: 
Minister, 
Priest, or 
Rabbi 
Law-
~ 
... 
Corpotoation 
Executive 
. ·. ,' ... - ' ·~ ......... 
2 
2 
3 
3 
Public 
School 
Teacher 
r 
Psychol-
ogist 
Public 
Relatio 
Consult 
Executi 
1 
1 
1 
-
1 
IS 
.nt/ 
·e 
Accountant/ 
Comptroller 
2 
3 
5 
Air Force 
Officer 
3 
3 
Radio/TV 
Executive 
2 
3 
1 
3 
4 
Profes-
sional 
Pilot 
2 
2 
224 
Total 
5 
3 
8 
2 
5 
7 
3 
3 
6 
2 
3 
5 
1 
3 
4 
Reasons 
In Rank Order 
By Combined Total 
A career in which a man "hides M 
fro.:n life'' - and avoids the 
chall-9ngs of competit;ion. W 
T 
A career that has only a super- M 
fi c:tal reason for "bcing1' -
one \l!hich the world could easily W 
do wi thou to 
T 
Sci en-
tist 
Physi-
cian 
Profes-
sor 
Engi-
neer 
··i 
TABLE XXXVI 
(concluded) 
t 
NU.'11ber of Times Cited as a Basis For Selecting: 
Minister, 
Priest, or 
Rabbl 
Law-
~ 
Corporati'On 
ZX.ecutive 
,. 
. ·. ,' ~ .. ... ..... ... ·"-
Public 
' School 
Teacher 
Psychol-
ogist 
I 
-
1 
1 
Public 
Relation 
Consulta 
Bxc::cutiv 
1 
-
1 
s 
nt/ Accountant/ 
e Comptroller 
Air Force 
Officer 
2 
2 
4 
Radio/'rV 
Executive 
1 
1 
225 
Profes-
sional 
Pilot Total• 
2 
2 
4 
2 
1 
I I 
Reasons 
(In Rank Order) 
(By Combined Total) 
Sci en- Phys1-
tist clan 
A career that offers personal 
satisfaction of using own 
brains and talents to Oiit ad-
vantage in work of greatest 
personal interest and of own 
choosing - thereby allowing M 9 7 
growth of the whole man - and 
permitting rise to greatest w 3 9 
heights possible on basis of 
16 ~ capabilities, alone. T 12 
A career that provides a 
chance to render personal, 
constructive service to 
people - to the nation - to M 4 4 
humanity; a chance to make a 
personal contribution, the w 2 7 
results of which can be seen 
with satisfaction. T 6 11 
A career that allows a man 
freedom to think and express 
what he thinks; a career M 
that requires study and new 
2 ideas, and places a price on w 5 
thinking and allows room for 
a non-conformist. T 5 2 
. . 
~ 
TABLE XXXVII 
REASONS MEN {M) AND WOMEN (W) GAVE FOR SELECTING 
THE CAREER AREAS FROM WHICH THEY WOULD MOST LIKE THEIR SON TO CHOOSE HIS LIFE'S WORK 
Number of Times Cited as a Basis for Selec.ting: 
\ 
Public 
Minister, Public Relatio 
Profes- Eng!- Priest, or Law- Corporation School Psychol- Consulta 
sor n(.,er Rabbi 1..!:!_ Executive Teacher ogist Executiv 
2 3 1 1 1 
.. 
9 3 ' 3 .- ,·, " ~~ .. ·'-
11 6 1 4 1 
r 
2 
1 7 1 
1 9 1 
10 1 
10 1 
I 
lt/ 
• 
Accountant/ 
Comptroller 
Protea-
Air Force Radio/TV aiona1 
226 
Officer Executive Pilot total 
10 
18 
28 
-
18 
18 
Reaaona 
(In Rank Order} 
(By Collb1Ded 'l'otal) 
A career that providea a 
fairly hi~ 1ncoae aDd • 
high at&iili'rd of 11 v1ng ror 
the .. D aDd hia t"aai1y. 
A ca~eer that provldea a 
place of preat1f8 in the 
co-UD1 ty - a place tEat 
can be earnecl b7 loac-ter~~ 
membership and the reau.p-
t1on or reaponalbll1ty. 
A career that pr-ovidea 
at1mu1at1nf., lnfluentla1, 
h1gh-eai1ber, thinkiQK -
aaaoclatea. 
A career tnat haa aoope -
1 •••• a wlds cbolee or tTP•• 
ot" apecla11aat1on, Yarlet~ 
ln typea or life - and wide-
open opportunl tlea for now 
and. 1'uture in an expanding 
tleld. 
• 
• 
Yi 
T 
T 
II 
w 
T 
Sci en-
tiat 
5 
1 
6 
1 
1 
2 
1 
1 
2 
Phya1-
c1Nl 
?. 
3 
r· J 
l 
1 
;? 
:! 
Profea-
aor 
3 
~ 
1 
6 
3 
1 
4 
··t ' 
TABLB XXXVII 
{oontlnuecl) 
!IWibe~ or 'l'l110a Cited aa a Basia for selecting: 
Jf1n1ater, 
Priest, or 
Rahbl 
1 
1 
2 
1 
1 
2 
2 
1 
1 
Corporation 
Execut1Ye 
.. 
5 
2 
7 
2 
2 
1 
1 
... 
. ~ ,' '·• -
Public 
School 
Teacher 
' .. 
.. ·'-
PayQbol-
oglat 
1 
1 
r 
Publle 
Belatlona 
Cooaul taat/ 
E.Xecuti•e 
1 
1 
1 
1 
ACOOUDtant/ 
Comptroller 
1 
1 
1 
1 
Air F'orce 
Officer 
1 
1 
Profes-
Radlo/TV aional 
EXecutive Pilot 
227 
Total 
1; 
4 
17 
11 
14 
3 
0 
11 
6 
; 
11 
l 
l 
( 
l 
Reaaons 
(In Rank Order) 
(By Combined Total) 
A career in which a aan can K 
participate all hia life, it 
he oheoaea --eie~~re- W 
tire:ment; a career that can-
not. be taken away troa hta. T 
A career that offera the • chance to be independent -
to run own lire. w 
T 
A career that keepa a aan in K 
contact with younger people 
- and offers chance to teach W 
and guide others on their way 
up. T 
A career that offers a man 
the challenge or making big 
decia1ona - or planning and 
forecasting; ot supervising 
work of others. 
II 
w 
T 
A career that ofrers satis- M 
faction of seeing the re-
sults of your work take form W 
and/or have errect. 
T 
Solen• Physi• 
t1at oian 
2 
4 
6 
1 
2 1 
' 
1 
1 
1 
Pro tea• 
a or 
2 
2 
' l 
4 
Bng1-
neer 
2 
2 
4 
TABLE. XXXVII 
(continued) 
Iuaber ot Ttmea Cited aa a Basis for Selecting: 
Miniater, 
Priest, or 
Rabbi 
' 1 
4 
1 
1 
Corporation 
Executive 
6 
6 
•; 
Public 
School 
Teacher : 
. ' .. ., '·~. \. 
1 
l 
2 
Psychol-
ogist 
1 
1 
t 
Public 
Relations 
Consultant/ 
Executive 
r 
Acoountant/ Air Force Radio/TV 
Comptroller Officer EXecutive 
Profes-
sional 
Pilot 
228 
Total 
5 
5 
10 
2 
6 
8 
4 
2 
6 
6 
6 
3 
2 
5 
Reasons 
{In Rank Order) 
{By Combined Total) 
A career that allows a man to 
lead a reasonably c~, even-
tempered life - not beset by 
ulcer-making pressures. 
A career that nrovides long 
vacations for a man to travel, 
study, and broaden hi-.elr. 
A career that provides a good 
background ror many linea of 
work. 
II 
w 
T 
)( 
w 
T 
)( 
• 
T 
A career baaed upon patriot- II 
ia. 
• 
Scien-
tist 
2 
2 
Physi-
cian 
Profea-
aor 
l 
l 
1 
2 
~ 
Engi-
neer 
.· 
TABIE XXXVII 
(concluded) 
Humber of Ti.es Cited as a Basis for Selecting: 
Miniater, 
Priest, or 
Rabbi 
1 
1 
Law-
Z!!:.. 
1 
~ 
4 
Public 
Corporation ' School 
EXecutive TeaCher 
... 
-~ ,' ..... ' .. , .. ;. 1 
1 
Paychol• 
osiat 
r 
Publio 
Relation• 
Couultan'/ 
Bhoutive 
Accountant/ 
Comptroller 
1 
1 
Air Force 
01'1'1cer 
2 
2 
Radie/TV 
JExe.outive 
Pro.rea-
aioJ:Lal 
Pi let 
229 
Total 
2 
5 
1 
1 
2 
2 
I 
I 
I 
.I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
TABLE XXXVIII 
REASONS 
GIVEN BY MEN 
FOR SELECTING THE AIR FORCE 
AS ONE OF THE CAREER AREAS FROM WHICH THEY WOULD 
LEAST LIKE 
THEIR SON TO CHOOSE HIS LIFE'S WORK 
230 
1. "In time of peace it is the same as a person going into 
a monas~ery; a monk. A young man in the Air Force in 
peacetime is hiding from life - from the challenge of 
competition. Then, too, there is the danger; in peace-
time you never know - and in war, he's in real danger." 
. 2. · "I don't like the nomadic life. A young man in the Air 
Force would end up without much sense of accomplishment; 
he's just a cog in a big wheel. There is lack of indi-
vidual freedom of decision. Regimentation, in general, 
is a negative measure in my thinking. The funny part is 
that my son is wrapped up in ROTC, and enthusiastic about 
it, and I can't for the life of me see why." 
J. "Little family life is the most important reason to me. 
I would prefer that he work in any civilian capacity rather 
than in a military one. Why? Because of the lack of stand-
ing in community, ·the danger, · and the family life, as I , 
said." 
4. "In peacetime the military career is not desirable; it has 
no challenge, and is a waste of talent if there is any to 
begin with. A man gets early retirement without being pre-
pared to do anything with the remainder of his life. He 
is apt to have little family life." 
5. "It is hazardous. There is limited financial reward. A 
man is away from his family too much." 
6. 
I 
a. 
I 
9. 
I 
TABLE XXXVIII 
(continued) 
231 
11 The Armed Forces are stultifying, bureaucratic opera-
tions. A person has just to keep his nose clean and do 
nothing, and he may end up as a General. If you're a 
genius but make a mistake, you end up with a ruined ca-
reer, just the same. Many who are not competent get in 
and stay in and this leaves the Services without pres~ 
tige. The Air Force is the worst - if you live past 35 
you're a Colonel~" 
"There is little personal satisfaction over the long run. 
When you are through at an early age, you ask yourself 
"what have I done with my life" - for you have nothing to 
show for it. Regimentation prohibits thinking." 
"It's the life, primarily; the environment is artificial 
in any organization where politics has more to do with 
accomplishment and advancement than ability. The caste 
system is repulsive - as a way to live." 
"A person in the Air Force makes little contribution to 
society; the career does not offer a chance to be creative. 
Taking tne medical profession in particular, there have 
been a few outstanding men since the Yellow Fever days, but 
damn few. The general reaction to a man going into the 
Services as a career is poor." 
I 
l. 
. 2. 
TABLE XXXIX 
REASONS 
GIVEN BY WOMEN 
FOR SELECTING THE AIR FORCE 
AS ONE OF THE CAREER AREAS FROM WHICH THEY WOULD 
LEAST LIKE 
THEIR SON TO CHOOSE HIS LIFE'S WORK 
232 
"Army life is difficult for men and families. I have a 
cousin in the Navy - and they're all the same. There is 
the constant moving. The echelon business· makes you think, 
in professional and private life, in terms of ranks and not 
people. There is the danger of flying. The need is there 
for people in this work, but I wouldn't want it for my son." 
"The Air Force leaves me cold. I can't imagine anyone doing 
it for a full lifetime. Maybe I don't know about it, but it 
seems that a person becomes part of a machine, and there is 
no chance for personal growth. He is not allowed to use his 
own thinking and personality. For example, Mr. McElroy's 
order to people in the Services not to comment on the Penta-
gon problem, is what I mean. I couldn't take it." 
3. "My anxiety over the danger - my fear - is the only real 
objection I have~" 
4. "I don't like anyt.hing connected with an Army. It is un- · 
reasonable that we have to have wars, but assuming we have 
to have one, I don't like it as a career, especially the Air 
Force; a man is always in danger." 
5. "Officers in any Service are necessarily 'dependents' in that 
their whole life is directed. I have a healthy prejudice 
against a military career; I feel strongly that anyone who 
makes a career of the Service is unwilling to face life and 
responsibility. Someone must do that work, but to choose it 
is to duck life itself - to duck all responsibility to make 
decisions. His social life - where he lives, where he goes -
everything is decided for him. He always must fit into a 
pigeon hole. The important point is that he does not live 
in a free society. This is unthinkable for 'an American." 
I 
I 
I 
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TABLE XXXIX 
(continued) 
233 . 
6. 11 As an Air Force Officer your time is not your own. You 
move on orders with little reason. It is hazardous - be-
cause you're up in the air a great deal~ After being a 
pilot, you're grounded with no future. You have no home 
life to speak of; your family must remain behind too much 
of the time. It is difficult on children - putting them 
in and taking them out of schools. And the pay is not too 
good." 
a. 
"First, there is the danger. Then the other things: it 
tends . to smother initiati~e; a person is always taking 
orders, so that he can't use his own mind. A young man 
going in knows that he can retire early, so this does not 
lead to any desire to exercise initiative or use his brains 
to create." 
"You have to be too much of a conformist, too willing to 
accept someone else manipulating your life. The career 
doesn't lead to personal development. When you're past mid-
dle age, you have nothing J.eft. Also, I don't like the ir-
regular h_ome life." 
"I don't like anything that has to do with airplanes. I.f 
you are married, your .family is worried a~l the time because 
of the danger." 
I 
I 
I 
I 
I 
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I 
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TABLE XL 
REASONS 
GIVEN BY MEN2 
FOR SELECTING THE AIR FORCE 
AS ONE OF THE CAREER AREAS FROM WHICH THEY WOULD 
MOST LIKE 
THEIR SON TO CHOOSE HIS LIFE'S WORK 
234 
1. "I think ....-of my relative's dedication and success. Nothing 
to me could be better than a ~op career job in defending 
our freedoms today." 
2. "Every young man needs to be trained in self-defense and 
in defense of the nation; therefore, I favor anyone who 
makes it a career; I guess you could call it patriotism." 
1No Women selected "Air Force Officer" as a MOST LIKE career. 
I 
I 
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TABLE XLI 
REASONS 
GIVEN BY MEN 
FOR SELECTING "PROFESSIONAL PILOT" 
AS ONE OF THE CAREER AREAS FROM WHICH THEY WOULD 
LEAST LIKE 
THEIR SON TO CHOOSE HIS LIFE'S WORK 
235 
1. "Granted, we need them; it just seems like a relatively 
useless existence - he isn't really doing anything with 
his time and life. It's not important sounding." 
2. "High risk with no challenge; he's just like a train 
engineer - he sit~ and rides." 
J. "Danger. He has a limited general life; he's always on 
the go. Pay is good, but not in comparison with the risks 
and responsibility for life involved. His profession is 
unionized; this takes away the 'professional' and the think-
ing status of the job." 
4. "Danger". 
5. "Nomadic life; a lack of freedom; just an unthinking part 
of a big machine." 
6. "Most important ,;_ no family life. Then, danger." 
7. 11 This is skilled labor, with no chall~nge to the mind. 
Danger is another factor. It disrupts family life. The 
career. has a short life - the pilot is soon retired to the 
ground." · 
a. ''Hazardous, limited financial reward, and a man away from 
his family." 
9. "Little personal satisfaction over the long run - a wasted 
life. Has no intellectual interest." 
10. "There is little chance for personal contribution to society, 
or to be creative." 
I 
I 
I 
I 
I 
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TABLE XLII 
REASONS 
GIVEN BY WOMEN 
FOR SELECTING "PROFESSIONAL PILOT" 
AS ONE OF THE CAREER AREAS FROM WHICH THEY WOULD 
LEAST LIKE 
THEIR SON TO CHOOSE HIS LIFE'S WORK 
236 
1. "It's a hazardous job, apt to be dull. It's rough on a 
family, and you're an 'old pilot' too soon, and then go 
from the glamor to the desk." 
2. "It's a career that isn't rewarding enough, personally; 
there is a lot of responsibility, but too little emphasis 
on thoughts and ideas." 
). "Danger. Odd hours. It's a debilitating sort of life, 
with unnatural schedules and excessive strain. With all 
of this there is a lack of challenge." 
4. "I can't see it at all. It provides an unsettled life -
always traveling; no home life." 
5· "A pilot has nothing of value after he retires. It takes 
little thinking - he just sitS there and flies. There is 
lack of continuity in his home life." 
6. "Danger. Away from home too much. I don't think of it as 
a top-notch job for a son of mine. He's ' like a railroad 
engineer. He has a restricted need for thinking." 
7. "It's pretty hazardous. A pilot is away from home. He gets 
good pay, but it isn't worth it. His wife is always on edge." 
8. "The career is limited in scope; it requires little thinking. 
It is a job with few outside contacts, and with little home 
life." 
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"I can see no interest here at all. He's skilled, I'm 
sure, but you don't develop anything but mechanical skill. 
You make no real contribution to society. Plus, the haz-
ard and lack of home life." 
"It seems exciting enough, but it doesn't lead to anything -
to development. \Vhen you're past middle age you have noth-
ing left. Irregular home life enters the picture here, too." 
"The same reasons as the Air Force Officer; they have the 
same job, really: I don't like anything to do with airplanes 
because of the danger, and worry to the family." 
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NATIONAL OPINION RESEARCH CENTER 
University of Chicago 
5711 Woodlawn Avenue 
Chicago 37 
Excerpt from NORC Survey of 
Popular Evaluation of Jobs and Occupations 
(Survey #244 - Spring, 1947) 
TOTALS ON OCCUPATION RATINGS** 
Occupation 
U. S. Supreme Court Justice ••••••••••••••• 
PhysiciB.Il • •••••••••••••••••••••••.••••••••• 
State Governor •••••••••••••••••••••••••••• 
Cabinet member in the federal gov't ••••••• 
Diplomat in the~u.s. Foreign Service •••••• 
M~or of a large city ••••••••••••••••••••• 
College professor ••••••••••••••••••••••.••• 
Scientist ••••••••••••••••••••••••••••••••• 
United States Representative in Congress •• 
B a:r1ker • ••••••••••••••••••••••••••••••••••• 
Government scientist •••••••••••••••••••••• 
County judge•••••••••••••••••••••••••••••• 
Head of a department in a state gov't ••••• 
Minister .••••••..•••••. •.••..•.•.••.•••.•• 
·Architect ••••..••••••.•.•••.••...••••••••.• 
Chemist ••••••• ~ •••••• •.•••••••••••••••••••• 
Dentist••••••••••••••••••••••••••••••••••• 
La'WJ"er • •••••••••••••••• 4[t ••••••••••••• · ••••• 
Member of the board of directors of a 
~ 
~ 
Q) "'d () 0 
g_~ 
83% 15% 
67 30 
71 25 
66 28 
70 24 
57 36 
53 40 
53 38 
57 35 
49 43 
51 41 
47 43 
47 44 
52 . 35 
42 48 
42 . 48 
42 48 
44 45 
Q) 
bO 
~ 
Q) 
.:L 
2% 
3 
4 
5 
4 
6 
7 
8 
6 
8 
7 
9 
8 
11 
9 
9 
9 
9 
large corporation ••••••••••••••••••••••• 42 
Nuclear physicist......................... 48 
47 10 
39 . 11 
*Less than 0.5%. 
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+) 0 
<l! Q) ~ 
i~~ +) 
Q)OJ.. J.. ~ 
SrlQ> o s:: 
.s.M L ..8... 
*% ~~=lOQ% 3% 
* * 1 
* * 1 
1 * 6 
1 1 9 
1 
* 1 
1 
* 
1 
1 
* 1 
1 
1 
•1 
1 
1 ' 
1 
* 
* 
* 1 
* 
* 
* 1 
1 
* 
* 
* 1 
* 1 
1 
1 
7 
4 
1 
6 
1 
3 
1 
6 
7 
* 1 
5 
51 
$f 
0 
() 
.!!L 
96 
93 
93 
92 
92 
90 
89 
89 
89 
88 
88 
87 
87 
87 
86 
86 
86 
86 
86 
86 
**Based on an average total of 2,900 interviews when all "No Answer" responses 
were excluded. 
*i~~Ranking the 90 occupations evaluated was made possible by a procedure devised 
to translate the percentaged ratings on each of the jobs into a single general 
score. When the "Don tt Know' answers were excluded, the scoring theoretically 
allowed a maximum of 100 points for any job receiving only "excellent" ratings, 
and a minimum of 20 points for work that was unanimously rated as "Poor". 
Actually, of course, none of the jobs fell in either of the extreme categories. 
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I TOTALS ON OCCUPATION RATINGS{P~ NORC #244 (continued) 1947 
-I ~ 
~ 0 $ Q) Q) ~ Q) ~ I rl ~ i' ~ ~ rl +' Q) Q) '"d ~ Q) 0 ~ ~ ~ ~ C) 0 Q) s rl Q) 0 ~ - 0 ~ 8 ~ s~~ 0 C) Occupation p.. (/) 
I Priest . ..•...•...••........•••.•....•.•. 51 34 11 2 2 6 86 
Psychologist • .•••.••.••••••••.• _ ••.• · ••••• 38 49 '12 1 
* 
15 S5 
I Civil engineer •••••••••••••••••••••••••• 33 55 11 1 * 5 84 Airline pilot . .•.•• · .••••...•....•••..•.. 35 4S 15 1 1 3 S3 
I 
Artist who paints pictures that are 
exhibited in galleries •••••••••••••••• 40 40 15 3 2 6 S3 
Owner of factory that employs about 
I 100 people•••••••••••••••••••••••••••• 30 51 17 1 1 2 82 Sociologist ••••••••••••••••••••••••••••• 31 51 16 1 ' 1 23 S2 
Accountant for a large business ••••••••• 25 57 17 1 
* 3 81 I Biologist ••••••••••••••••••••••••••••••• 29 51 18 1 1 16 81 Musician in a symphony orchestra •••••••• 31 . 46 19 3 1 5 81 
Author of novels .......................... 32 44 19 3 2 9 80 I CaEtain in the regular armi••••••••••••• 28 49 19 2 2 2 so Building contractor ••••••••••••••••••••• .21 55 23 1 
* 
1 79 
Economist ••••••••••••••••••••••••••••••• 25 48 24 2 1 . 22 79 I Instructor in the public schools· •••••••• 28 45 24 2 1 1 79 
Public school teacher ••••••••••••••••••• 26 45 24 3 2 
* 
7S 
I County agricultural agent ••••••••••••••• 17 53 28 2 * 5 77 Railroad engineer ••••••••••••••••••••••• 22 45 30 3 * 1 77 Farm owner and operator ••••••••••••••••• 19 46 31 3 1 1 76 
I Official of an international labor union 26 42 20 5 7 11 75 Radio announcer ••••••••••••••••••••••••• 17 45 35 3 
* 
2 75 
. Newspaper columnist ••••••••••••••••••••• 13 51 32 3 1 5 74 
.I Owner-operator of a printing shop ••••••• 13 4S 36 3 
* 
2 74 
Electrician ••••••••••••••••••••••••••••• 15 38 43 4 
* 
1 73 
Trained machinist •••••••••••••••••••• .-•• 14 43 38 5 * 2 73 I Welfare worker for a city government •••• i6 43 35 4 2 4 73 Undertaker.· ••••• •••••••••••••••••••••••• 14 43 36 5 2 2 72 
I Reporter on a daily newspaper ••••••••••• 9 43 43 4 1 2 71 Manager of a small store in a city •••••• 5 40 50 4 1 1 69 Bookkeeper ••••• ~····•••••••••••••••••••• g 31 55 6 
* 
1 6S 
I Insurance agent••••••••••••••••••••••••• 7 34 53 4 2 2 68 Tenant farmer -- one who owns livestock 
and machinery and manages the farin •••• 10 37 40 11 2 1 68 
I Traveling salesman for a wholesale con-cern •••••••••••••••••••••••••••••• • • • • 6 35 53 5 1 2 6S 
Playground director ••••••••••••••••••••• 7 ' 33 48 10 2 4 67 
I Policeman ••••••••••••••••••••••••••••••• 11 30 46 11 2 1 67 
I 
I 
I 
I 240 TOTALS ON OCCUPATION RATINGS~H~ NORC #244 
I (concluded) 1947 
I ~ ~ 0 Cl) Cl) ~ Q) ~ $ ::I ~ i~~ +) Cl) 
I Q) "d ~ Q) 0 ~ ~ .. f... 0 0 Q) · ~'OJ~ 0 1=1 0 Occupation ~ 8 ~ 0 8 0 .0~ A. (/) 
-
I Railroad conductor •••••••••••••••••••• .8 30 52 9 1 1 67 Mail carrier •••••••••••••••••••••••••• 8 26 54 10 2 * 66 
Carpenter••••••••••••••••••••••••••••• 5 28 56 10 1 * 65 
I Automobile repairman •••••••••••••••••• 5 21 58 14 2 * 63 Plumber••••••••••••••••••••••••••••••• 5 24 55 14 2 1 63 
I Garage mechanic ••••••••••••••••••••••• 4 21 57 17 1 * 62 Local official of a labor union ••••••• 7 29 41 14 9 11 62 Owner-operator of lunch stand ••••••••• 4 24 55 14 J 3 1 62 
I Corporal in the regular army •••••••••• 5 21 ' 48 20 . 6 3 60 Machine operator in a factory ••••••••• 4 20 53 20 3 2 60 
Barber•••••••••••••••••••••••••••••••• 3 17 56 20 4 1 59 
I Clerk in a store •••••••••••••••••••••• 2 14 61 20 3 * 58 Fisherman who owns his own boat ••••••• 3 20 48 21 8 7 58 
Streetcar motorman •••••••••••••••••••• 3 16 55 21 5 2 58 
I Milk route man ••••••••••••• ~ •••••••••• 2 10 52 29 7 1 54 Restaurant .cook ••••••••••••••••••••••• 3 13 44 29 11 1 54 
Truck driver •••••••••••••••••••••••••• 2 11 49 29 9 * 54 I Lumberjack•••••••••••••••••••••••••••• 2 11 48 29 10 8 53 Filling station attendant ••••••••••••• 1 9 48 34 8 1 52 
I 
Singer in a hight club •••••••••••••••• 3 13 43 23 18 6 52 
Farm hand••••••••••••••••••••••••••••• 3 12 35 31 19 1 50 
Coal miner•••••••••••••••••••••••••••• 4 11 33 31 21 2 49 
I Taxi driver••••••••••••••••••••••••••• 2 8 38 35 17 1 49 Railroad section hand ••••••••••••••••• 2 9 35 33 21 3 48 
Restaurant waiter ••••••••••••••••••••• 2 8 37 36 17 1 48 
I Dock worker •••••••••••••••••••••••••• ~ 2 7 34 37 20 8 47 Night watchman•••••••••••••••••••••••• 3 8 33 35 21 1 47 
I Clothes presser in a laundry •••••••••• 2 6 35 36 21 2 46 Soda fountain clerk ••••••••••••••••••• 1 5 34 40 20 2 45 Bartender••••••••••••••••••••••••••••• 1 6 32 32 29 4 44 
I Janitor ••••••••••••••••••••••••••••••• 1 7 30 37 25 1 44 Share cropper -- one who owns no 
livestock or equipment and does 
I not manage far.m ••••••••••••••••••••• 1 6 24 28 41 3 40 Garbage collector ••••••••••••••••••••• 1 4 16 26 53 2 35 
Street sweeper•••••••••••••••••••••••• 1 3 14 29 53 1 34 
I Shoe shiner ••••••••••••••••••••••••••• 1 2 13 28 56 2 33 
AVERAGE •••••••••••••••••••••••••• 21. 6 30.9 29. 5 11.4 6.6 4.0 69.8 
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Air Force Drill. Pennsylvania: The Military Services Publish-
ing Company, 1952. Ch. 10, "Leadership". 
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Technique. New York: American Management Association 
Publications, 1955. 
Army ROTC Infantry Manual. Pennsylvania: The Military Services 
Publishing Company, 1942 (Revised), Ch. 3, "LeadershiP"• 
Barnard, Chester I., "Education For Executives", Human Relations 
In Administration. New Jersey: Prenti'ce-Hall, 1951. 
Halsey, George D., How To Be A Leader. New York: Harper and· 
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Henry, William E., "The Business Executive: Psychodynamics Of A 
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1'It depends on what Corps he's in; he can be an engi-
neer, a supply man, or signal man; it just 'depends. 
And, of course, he flies." 
"He studies a lot because he has lots of time to get 
prepared for war." 
__.-
"I see him as married with a couple of kids on a small 
base somewhere in Texas leaving home in the morning to 
fly a little and then return to a desk piled with red-
tape paper work. Later he'll get a full-time desk job 
(too old to fly) and get moved around until he retires. 
It's just like the Navy -- he gets pushed around like 
any other pawn on a checkerboard." 
"He flies and instructs in flying; later he gets com-
mand of a unit and waits around until retirement, and, 
Brother, that's . it. I know; I had a brother-in-law in 
the Air Corps during World War II, and he stayed until 
he retired five years ago." 
"He flies and learns about ground operations, and all 
about what makes a plane go and what's in it. At some 
time he gets bogged down with administrative work -
vouchers, etc. - you know, that government red tape. 
Then, he attends functions and meetings. to see what is 
going on. He'll shift around all over the world doing 
the same thing -- training fliers and' doing paper work." 
"He trains young men in leadership, handling of emer-
gencies, how to take orders, and - naturally - how to 
fly. He leads a pleasant life, meets interesting people, 
and just fills out his time. He flies, himself, until 
he gets too old, and then spends the rest of his days at 
a desk." 
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7. . "He flies, gives orders, does routine pape·r work, beefs 
about his status and jockeys for position; spends early 
years in school, then most of the time teaching others 
what he learned. He handles gripes from parents, breaks 
in a new squadron, arranges for billets, does executive 
work around the office, and speaks before Service Clubs. 
Wherever he happens to be - and it can be anywhere - he 
uses up the day." 
8. 11 As a Lieutenant he checks out his squadron and keeps in 
close touch with his men. He maintains this close rela-
tionship with his men to be sure that the planes are in 
shape for instant use - as in the dramatizations on TV 
and in ·the movies. As he advances in rank he has more re-
sponsibility for more men machines - and can then use his 
brains more in thinking of strategy, planning maneuvers, 
how to hit targets, etc. I guess 'he just keeps drilling 
and conducting training flights until they are needed.n 
9. "He follows regulations; I automatically think of a fol-
lower of policy and regulations, because not even when he 
is in top jobs can he make independent decisions. Ninety 
per cent of them would be doing work comparable to men in 
commercial organizations. My sudden flash picture, how-
ever, is of the flying hero-pilot and the men behind him. 
A small percentage would really ever see combat. Most of 
the ones I have seen· fly because it is required, but are 
desk type executives. 11 
10. nnepends on what end of the business he's in on. But, he 
flies, plans flights, leads flights, makes military plans; 
i.e., war plans, does study on research, public relations, 
supply, etc. I had contact with these 9road aspects in 
Washington when I was a consultant there. Some of them 
are in charge of supply, maintenance, and intelligence. 
Some are lawyers doing contract work and limited trial 
work (although this type of law is not very challenging). 
Others are in science or missile work." 
11. 11Well, he reports to headquarters the fir~t thing; then 
has a few discussions with fellow officers on plans for the 
day or week. He has a routine, and part of it is to in-
struct enlistees and draftees; he does some flying - forma-
tion, etc., practicing maneuvers and operations. Oh yes, 
some do quartermaster and supply work, and some maintenance." 
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"He lives by the book. He has to have a mind that will 
allow him to do so. He deals with men like chess pieces 
not people (with few exceptions) - they don't need to be 
this way all the time, but most of them are. He does as 
little as possible and is over-cautious in all that he 
does, because he can't outlive a mistake. (Just the same 
as .with the Captain who ran the Missouri aground.)" 
"He directs people · - deals in personnel problems. He in-
structs. His main duties vary all over the, lot - communi-
cations, safety, legal problems, promotions, procurement, 
medicine, food, computer.s - some are highly trained tech-
nically." 
"He fli~s, and fills in his time with the duties of any 
large organization -- maintenance of weapons, development 
of plans for the future -- everything from maintaining 
equipment to directing the operation of a small corpora-
tion type operation." 
"Whatever he does - and I really recognize the unfortunate 
need for defense - he is doing destructive work, which 
colors his nature and his human relations adversely. The 
nature of his work - even planning for squadron flights 
and training - develops low values and a dull, unthinking 
person.n 
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1. "Anything from going to the moon to polishing his boots. 
Primarily he satisfies his ego by being a martinet. 
Most likely he flies." 
2. 11Well, he starts as a 2nd Lieutenant and assists in run-
ning an aircraft, or he may work in supply or something 
like that. He may even be chief of a small aircraft or 
office. ~ Then, as h~ progresses he goes to bigger air-
craft - or becomes an instructor for younger officers. 
He learns and teaches - besides flying - aerial photog-
raphy, navigation, and other rudimentary subjects. 
Eventually he reaches a height where he· can become an 
executive." 
3. "He flies; he supervises flying activities, mechanics who 
· work on the planes, and develops and commands men. In be-
tween he gripes a lot." 
4. "He doesn't have a difficult life, surely; he travels a 
lot; much of the time he doesn't have much to do at all. 
. He flies and does training." 
5. "He plans maneuvers, makes ou.t orders for his man - as a 
leader would have to do. I picture him over his enlisted 
men, coordinating things, and being responsible for what 
is being done. He arranges flying schedules, and super-
vises flying activities. He is under orders to do things 
in a certain rote way, so he is not at all creative; he 
doesn't have to do much thinking, certainly; he can't, · 
it's all rote. 11 
6. "A good part of the time he is in training, or training . 
others - the younger officers. He learns and teaches such 
subjects as aeronautics, ballistics, mat~ematics, and does 
· some research. Mostly, though, he flies and trains troops. 
Let me see - does the Air Force run the 'Dew Line'? I 
read about that in Time -- yes, it does; the officer might 
be working on that." 
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nHe flies, I assume; but not all of them fly. He does 
paper work, has men to command; takes care of discipline, 
eating arrangements, living arrangements, and the recre-
ational life of his men. He keeps books, and supervises 
the correspondence, filing and other office work. He 
learns to live outdoors and to adjust to any situation. 
Some command troops, others fly; some maintain the camp 
and keep up morale." 
"! see him at a desk working on red tape, and then getting 
up and going to the airfield to fly off with his squadron; 
where he flies to, I haven't the slightest idea. He does 
teaching and training and conducts maneuvers - just as in 
the movies." 
"He has a daily routine similar to that of a business ex-
ecutive - the usual paper work, letters and decisions. 
He doesn't do much that is too important from the point of 
view of permanency; he knows he'll be leaving soon. He 
does a lot of talking about rank, retirement, and how ex-
pensive a life he must lead - of how rigid the rules of 
social conduct are for him and hie wife; he gripes about 
how little chance he has to save money; he spends a lot of 
time at the club. One of his daily worries is about whether 
or not he can keep his health until pension time. Actually, 
I feel sorry for them. Also, he teaches, does a lot of 
studying in preparation for war. And I guess that's about 
it." 
"He flies; even if he works on the ground, he must keep his 
hand in flying. He teaches ~lasses, tests out planes, 
supervises flying cadets or his squadron. He attends con-
ferences." 
"He flies and does ground work. He leads men." 
"Primarily - after his first and most important job of fly-
ing - he instructs others. He does personnel work. He 
makes life pleasant for his men because for the most part 
they are isolated from other social groups due to the dis-
tance of the camps. He studies for advancement and keeps 
up on new ideas in navigation and weather (such as flying 
into hurricanes, etc.). Some, of course, are navig~tors, 
public relations people, engineers. I don't know if the 
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Air Force itself does development work or testing or re-
search, but this must be done by someone, and the Air 
Force officer must know something about it. At least 
they will work with the civilian compan~es which do this 
work for them." . 
11 He does a lot of flying to keep his hand in that part of 
his work. He does desk work - correspondence; supervises 
men under him. He thinks about his own job and tries to 
find ways of improving it. He doesn't have too much time 
to loaf. Most of what he does is dangerous - and mothers 
naturally think of that first; it colors my reaction." 
"He can---- be doing practically anything; he can be in charge 
of flying,. or he might be in ordnance, medicine, the engi-
neers, or maintenance; oh, just lots of things." 
"He pilots planes, makes charts and maps, plans maneuvers -
these are the main things. But it's all dangerous." 
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"It's a respected profession. A young man gets the satis-
faction of feeling that he is doing a service to his coun-
try •11 
"Security; this seems to be a modern desire that I think 
has too much emphasis. A young man avoids the ups and downs 
of business. It's an honorable profession which is inter-
esting ~ has lots of variety." 
"After the mechanical requirt:lment of filling out his time, 
a man can then get out and join an aircraft company." 
"The pay is good. A man gets a new outlook by moving around 
if he likes it. He gets to see the world. There is the 
prestige of the uniform - up to a certain age. There is the 
excitement of flying. A man gets valuable training he can 
use when his flying days are over." (Eddie Rickenbacker was 
cited as an example.} 
"Security. Prestige and respect. Anything having to do 
with operations in the air is a fine field to be in." 
"Security of a job; a slump like we're having today won't 
affect a man's job; the Air Force wouldn't lay off its offi-
cers. The air is a coming industry; a young man can still 
be a pioneer in it." · 
"Good opportunity to advance. Good pay~ Financial security 
on retirement. Travel, if he likes it, and if he is a flier. 
The chance to meet people in the world is broadening." 
"Security in the sense of a life-time job; once you're in, 
you're set. Can't .think of any other advantages except for 
those few who can use their le~rning after they get out. 
It's apparent that I don't look on the Air Force as a good 
career." 
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"A secure income. Relatively high prestige. Satisfac-
tion of doing a service to the country. Opportunity to 
see the world. A pension. · 
"None for a young man with ambition; it's like all gov-
ernment service, it's a good secure berth t,o live out 
your life in." 
"You get a good education. Travel. Chance for responsi-
bility at a younger age than you can have in industry. 
For th~ adventuresome type of person, this is a reasonably 
controlled way of getting his adventure - with pay. 
"Early retirement. 
that a man becomes 
get into something 
stimulating. 
The profession is developing so quickly 
obsolete. This way he can get out and 
else. The travel is educational and 
"Travel, if you like it. Pride of doing something worth 
while for the country. Retirement. Security." 
"For a man with few experiences and little opportunity to 
do things on his own, the Air Force is a good place for him 
to grow; he gets to visit foreign lands, and this is in- . 
finitely better than sticking in Podunk, Missouri. For a 
man with any other opportunities, however, the Services are 
a waste." 
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"Travel is the only advantage I can possibly see." 
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"It might be interesting to see different places and have 
lots of ~ifferent jobs, although for me it would not be 
interesting at all. Financially favorable to many. 
"You're in a challenging field - although you may not be 
able to use your ability. It is a growing field." 
"It's a new career with lots of opportunity, with the 
missle field and all, now that I think of it." 
"It's honorable, essential, and well paid - I imagine." 
"Retirement at a young age so that you can go ahead and do 
something that makes more sense. There is a good medical 
program for the family, plus other services you get. The 
possibility to get education - training in mechanical things 
and mathematics." 
"Retirement plans, security, and the opportunity to travel. 
The social contacts are good - you meet a nice class of men. 
Pay is good." 
"The pay is good. Retirement, security in a depression and 
schools for children when you're overseas." 
"If a war comes you're in a good spot. If you're successful, 
the pay is good. The life is easy. You get foreign travel 
and the education this gives. Someone else takes care of 
you - you have no housing worries or financial ones." 
lOe "Good medical care. Good pay, I hear. Gives you a . sense of 
doing your duty to your country. Pension is good. You see 
the world. You work with up-to-date material, and are in 
with a high grade of men." 
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11. "Adventure. A colorful life. It's interesting. You 
get a great deal of satisfaction of doing something 
patriotic. 
12. "It's a fascinating, thrilling sort of career with rapid 
travel, nomadic life with a lack of responsibility - if 
that appeals to you. If you could get into your own 
niche - doing what you do best - you could develop,- but 
I doubt if it is possible." 
13. "Fair pay. Steady employment. For the adventurous type 
who likes flying this could be very rewarding. The pres-
tige of the uniform is an advantage to some people." 
14. "An assured income. A career that will satisfy a man for 
a while - at least while he is young. But I'm not sure 
what an old Air Force Officer can do when he gets out. 
And the more I think about it, I wonder if he would have 
gotten the real satisfaction out of his life - that which 
comes from having done what he wanted to do." 
15. "The high type of person he deals with - only the better 
educated are taken. Travel - if he likes that. A good 
field - the airplane is a fine invention, but for me I 
don't have much faith in them." 
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"Lower income. Disruption of family life. · Constant mov-
ing. Housing. The 'American way of life' is to have a 
high standard of living; why should a man volunteer to re-
duce his standard of living in peacetime. A common laborer 
can at least have a nice, private room where he can listen 
to his own radio in peace, but not someone in the Service. 
And those with families have to live in such lower standard 
places - sometimes - that it is a disgrace to the nation. 
People in the Service should at least have a standard of 
living equal to that they are fighting to maintain for the 
rest of us. I couldn't live like that, voluntarily. Also, 
there's a lot of deadwood in the Service, so there is little 
chance to bypass it, since the promotion system is on the 
basis of years instead of merit." 
"Always on the move. It's an unstable life; you can't 
settle down and develop permanent roots and interests. There 
is no time for private interests; a man is too tied doWn to 
a demanding routine. It's hard on wives. A man gives up any 
idea he might have of becoming rich - even the possibility." 
"You're always bouncing around. You live in isolated areas, 
and have a life isolated from a community. Air Force people 
live in a clique - in a world all their own; they develop 
different viewpoints - especially an unrealistic outlook on 
our economy; they don't appreciate, or know about, the capi-
talistic system. There is danger, but then, I guess there is 
danger everywhere. It is inevitable that the Air Force offi-
cer will have to come out of the clouds onto a desk; this is 
equivalent to being put on the side lines - if you're in the 
Air Force you want to fly. The promotion system is by the 
numbers only - there's no opening for a sharp man to get 
through." 
5. "Regimentation. In the business field you can start in a 
small job and as you go up you constantly broaden yourself 
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and get bigger broader jobs. But in the Air Force, al-
though you can be a General, you're still stuck in just 
one field. You can't choose where you'd like to live." 
"Danger. A person has no roots, and it is important for 
a man to feel settled and to be part of a community. A 
man in the Army gets so used to giving orders and being 
waited on that his family suffers. As to pay; some in 
the Air Force would make more on the outside, but most 
couldn't make as much." 
"Except, during furloughs, a man is not a free agent; he's 
told where and how to live. His cost of living is high. 
Danger; all you read about is collisions, blowups, and 
landing miscalculations. Too many moves." 
"Regimentation. You're told when and where to go, without 
any choice or say-so; there is no chance to say 'no'. The 
regimentation - the hierarchical system - does not allow a 
man to make major policy decisions. It's a nomadic life. 
Little chance to make top earnings." 
"Lack of stable family life; this is most important. Con-
stant moves." 
"Moving; lack of stable family life. Little financial re-
turn for the things you give up. Too much chance of getting 
into a rut. This is the major disadvantage to a career in 
the Service: there is little mental challenge, and little 
opportunity to think and express yourself. Too, there is 
little chance to get ahead on your own merits - therefore, 
there is little incentive to employ your talents to the 
fullest." 
"Like all government service, you have a secure berth to 
pass your one life away in; this is the main disadvantage, 
you are wasting your only life." 
"The Air Force is a stultifying organization. (So are the 
other services.) One is encouraged not to stick his neck 
out. There is no family life. Too many lousy places to be 
sent to - the Arctic to the Sahara. The pay framework is 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
1 
I 
I 
I 
13. 
14. 
15. 
TA BLE XLI X 
(concluded) 
255 
inflexible. You have no control ove r your own destiny. 
You don't get assi gned a ccordin g to abilities, but just 
to fill sl6ts. The Air Forc e is just like the Navy in 
its philosophy: be a jack of all trades; don't get too 
specialized in anything , because in two years you'll 
move on - even if you're good or are needed; you move 
just to move." 
"The hazard of flyin g and of war. Low financial rewards. 
Tears up family by moving - it's not conducive to a stable 
life. The moving places kids at a disadvantage." 
"A man gets so caught up in a network type of operation -
one that is complex and subject to political pressure -
that it is difficult to accomplish much as an individual. 
Children don't get a normal life because of the moves. 
It is difficult to live with everything so unpredictable -
you never know what's coming next. The mi gratory, gypsy-
like existence is not appealing. There is too much tend-
ency toward high-living and too much ne ed for keeping up 
with the Jon eses." 
11 Too much chanc e you may not be enga ged in constructive 
work; you give a 'lick and a polish' and then get trans-
ferred. The r efor e , the r e is no depth to your work. The 
family situa tion is poor." 
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"A person gives up his birthright: his freedom. He is 
subject to the 'military mind' - which causes a dis-
torted point of view; he sees things only from within 
an 'iron curtain' existence, where he has no require-
ment to think for himself." 
"Family moving; I know it's true you move on the outside, 
too, but there you are given a chance to say 'no'. 
Danger. The difficulty of eoing on with a life after you 
retire." 
"I get that boxed-in feeling just thinking about it. A 
man is boxed in with regard to: thought, challenge, re-
sponsibility. A person doesn't work as hard as others do. 
He is not a real part of a community. There's more to 
life than a job - you need to participate in schools, gov-
ernment, church, etc. There is no opportunity for this in 
the military." · 
"It's dangerous. Having to be . on the move all the time, 
especially when the children are of school age is terrible." 
"Danger. A man is away from his family too much. Too many 
moves, no roots - this is bad, especially as you get older." 
"Moves. Odd hours. Disruption of family life. Danger. Un-
pleasant job dealing with large groups of men, marching. 
Life is too directed. Service people have restricted think-
ing because of military life; they have no awareness of the 
outside world. The need to conform is stifling. The need 
to follow orders no matter what a person thinks himself." 
"Once you've 
to move, you 
are too few. 
dustry. 
committed yourself, you can't change. If asked 
must move. Chances for advancement on your own 
You are not advanced on merit as much as in in-
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8. "Being uprooted too often. I only know the life at Fort 
Devens {Army Base near Boston) and it is pretty dull." 
9. "Lack of opportunity for self-expression. Family moving -
no home." 
10. "Husband away from home too much. Hazardous • . No time .of 
your own." 
11. "The risk of flying." 
12. "You give up advantage of having roots in a community. 
There is a lack of incentive,. therefore a destruction of 
initiative. Bowing to protocol deters ambition." 
13. "Danger. Husbands' separation from the family." 
14. "Great danger. Moving around; just couldn't see that type 
of home life for my children." 
15. "Danger. Moving around. Man of the house away from home. 
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TABLE LI 
ANSWERS TO THE QUESTION 
Would thinking of the Air Force as a . Public 
Service Corporation help you to understand 
the Air Force better? 
Men 
1. "I already understand the Air Force. But I feel that 
for the average voter it would not be effective; they 
distrust corporations, and this idea would lessen their 
respect. For the better-educated public, however, I 
think they would respect this and would .better be able 
to understand the Air Force career." 
2. 11Yes, I like this slant; it appeals to me." 
). "Yes; this gives me a broader scope. I see now that 
there is a place for engineers of all types, etc. in the 
Air Force. I often wondered what the hell so many offi-
cers were doing in town on jobs and not flying." 
4. "No. I don't like the Corporation idea applied to the 
Air Force." 
5. "Yes, definitely; because it ' gives less emphasis to the 
strictly military aspects." 
6. "Yes; we haven't thought enough about it to think of its 
breadth." 
7. "Yes, it's a good idea. There is still the animosity, 
though, toward corporations; it's still a hangover from 
the Teddy Roosevelt days." 
8. "No. I don't see any point in calling it a corporation." 
9. "No. I can't see any gain in it." 
10. "No. It's a weak argument. You judge a person by his 
job, and an Air Force officer is just a cog in a hierarchy." 
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11. "Yes, but it glamorizes it too much. I see now that 
there are executive type ' jobs in the Air Force that I 
had not thought of. But I'd be inclined to ask: If 
he's really an executive, why isn't he getting more 
money?" 
12. ''No". 
13. ''No, I don't need the concept. The Air Force is what 
it is." 
14. "I really don't know; it does seem to open the one thing 
up a bit." 
15. "Not at all. I see it as a military organization and 
that's enough." 
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1. "No. It is gilding the lily. Call a spade a -spade. 
The Air~orce is purely military to prevent a war; 
let's not make it out a second coming of Christ - a 
panacea for all ills. It isn't all things to all 
people." 
2. "No. A corporation implies being incorporated - with 
stock issued and all that. The Air Force is not this 
sort of thing, and people who know corporations would 
object." 
3. "No". 
4• "No. I don't like corporations - even public service 
onesf I doubt their motives." 
5. "Yes. It seems to take in more than just the term "the 
military". I can see things in the corporation context." 
6. "No. I don't know much about a corporation, but it is a 
legal entity, not like the Air Force." 
7• "I think it would." 
S. "As an analogy, it would help; but I don't like the idea,n 
9. "No, I can't compare a profit-making organization to one 
that doesn't make a profit." 
10. "Yes". 
11. "Yes, I should think s~." 
r. 
I 
I 
I 
I 
I 
I 
I 
·a 
I 
I 
I 
I 
I 
I 
I 
TABLE LII 
(continued) 
261 
12. "No. I wouldn't think of it as a corporation. I think 
of it as military. The Air Force is no different than 
the Army or Navy. 
13. "No. I feel the corporation has connotations that would 
turn me - and others - against it. 
14. "Yes, I'm sure it would." 
15. "Yes, it would." 
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"I think it is a tremendous idea. But the general public 
would object to thinking of the Air Force in any other 
terms than its wartime role." 
"No. The public service idea appeals to me. It could 
give a picture of a commander running an organization as 
an executive, meeting budget restrictions, etc. This 
part of it could be shown to the public, as are public 
utilities. The important point to put across is that the 
officer is really a manager and executive, in addition to: 
being a military pilot or specialist." 
3. "No. But with the talk of unifying the Services at the 
Pentagon, the corporation idea should be for all of the 
Services, not just the Air Force." · 
6. 
"No. It might give the Air Force the idea that it shoul~ 
be run like one. The executive idea is appealing for this 
reason." 
"No. The stockholders of the nation might like the con-
cept.n 
"Yes. In the eyes of the laboring man, the word Corpora-
tion might not set well. Executive is a good word, though. 
I listed it as plus 5·" 
7. "Yes. It isn't really a corporation and I see no need for 
calling it one. However, the analogy is a good one, to put 
across the idea that the Air Force is more than just pilots 
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and flying. You can talk of it in terms of a corporation, 
without calling it one, or trying to make people see it 
as one. The same with executive." 
"Yes. It creates in my mind a sense of permanency that the 
average citizen hopes isn't necessary. Yet, it does give a 
good balance to the military aspect - and it is under ci-
vilian supervision. I'll say "no" instead~ but feel that it 
should be put across as a combination military-civilian idea; 
military, but like a civilian organization in that it has 
many civilian jobs and civilians in it." 
9. "Yes. /It is misleading; it is not a corporation - even in 
words. They do the public a service, but why call them a 
corporation any more than you would the police force? You 
can call them executives, though." 
10. "Yes. It just isn't so. You don't need an angle; just tell 
the people about what it is really like. That's the main 
story that man had to tell. And if they ~ executives, tell 
them so." 
11. "Yes. I don't like it. It glamorizes the picture. Just 
tell them the story. Call the officers executives if you 
want, but don't call the Air Force a Corporation, please." 
12. "Yes. Although it wouldn't bother me, lots of people would 
object because the corporati9n is a good whipping boy. Yet, 
now that I think of it, they like corporations better than 
they do the military, so it might be a good angle at that. 
But it shouldn't be so sugar-coated." 
13. "Yes • . It is misleading. Those men are not executives. They 
don't get the pay of executives, and they lack the individual 
authority to make executive decisions." 
"Yes. 'Corporation' is not a good word in many people's minds. 
Some are as bitter now as they were before. 'Executive' is 
fine, however." 
15. "Yes. It would give parents the wrong idea. It would sell 
young men down the river on false premises. Further, I don't 
like the word 'corporation' ••• at least in this sense it . 
doesn't do much for me." 
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1. "No. As a matter of fact it's broader, if it is true; but, 
truthfully, I don't see it that way." 
2. 
3. 
"Yes, to the corporation idea; no, to the executive idea. 
It just isn't a corporation~ as I said, and stockholders 
would object to the idea. The word executive, however, 
helps me get away from the 'spit and polish' idea." 
"Yes. I 
service. 
of it as 
be proud 
prefer to think of the Air Force only as a military 
If my son went in, I would prefer that he thought 
military - because this would be a purpose he could 
of." 
4. "Yes. It doesn't have the opportunities of a corporation, 
and the men are not executives; executives make money for 
others, and for themselves." 
6 . 
11 No, none at all. This is a good approach. I'm realistic; 
the job the man does doesn't change, but the sound of the 
word executive gets away from the strictly military sound 
that I object to. And, by nature, the Air Force could never 
have the bad aspects of a corporation that people think 
about - it could have only the good." 
'The corporation, yes; the executive, no. The latter could 
tie in very well. But lots of people don't like the ne gative 
connotations of Big Business ." 
"No. To me it v-wuldn ' t make any difference at all." 
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"Yes. I can't say why, but I just don't like it." 
"Yes, as far as the 'corporation' idea goes. The 'execu-
tive' idea is all right, but what a person does is more 
important than what you call him. Telling people what an 
Air Force officer does would be more important." 
"No. It is so close to what a corporation does, and so 
many civilian corporations are in this busines~ with the 
Air Force, that it seems logical. I can't see any objec-
tion at all; it is still a military organization but this 
places it in a different light." 
11. "No. I like the idea because it more accurately describes 
what people in the Air Force do." 
12. 
13. 
"No- as an idea; that is, I think it helps portray a ·new 
impression of the military as it is today. Many of us think 
of it still only in terms of ceremony, red tape, and sitting 
around waiting to fight." 
"Executive is O.K.; but there must be a better term than 
corporation." 
14. "None. It would get me beyond the Jr. Birdman idea I have." 
"None, but as I said, I prefer not to think about it. I've 
always felt that people who go to West Point and Annapolis 
are snobs who get their education paid for by the taxpayers. 
I don't like the feeling I get when I think of the academies 
and that marching around. This idea appeals to me more. It 
makes me see them more as men doing some.thing worth while." 
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TABLE LV 
ANSWERS 
TO THE QUESTION 
What effect would this Corporation-Executive approach 
have on your attitude toward the Air Force as a ca-
reer for your son? Would it help to rais~ the prestige 
of the career in your mind, for example? 
"I like the approach. I already have .a positive attitude 
toward the career, and attribute great prestige to it. 
Therefore, I do not need it, but fee+ it would be a good 
apptoach for others." 
"I should think it would be good; . I already like the Air 
Force career, but feel this would raise the prestige for 
others, and I should rate it higher if others felt this 
way, too. It all must be done on a high level, though." 
"It would make me think better of the Air Force - because 
of its broader scope, and would raise the prestige of the 
career in general. But it wouldn't help much in regard to 
my son. He should be in the arts because of his nature, 
interests, and background." 
4. "It wouldn't have any effect. It might raise the prestige 
for the general public, but not for me. I just don't like 
public servants." 
6. 
"It would improve my attitude, by giving me ·a better under-
standing of what it actually is. It would, therefore, help 
to raise the prestige of the career. I would think more 
tolerantly of it for my son." · 
"I would be less reluctant because I'd see him doing other jobs than flying, and I'd see that there is a chance for 
him to do what he is best suited for. Yes, it would raise 
the prestige." 
I . 
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"It would help because of the comprehensive nature of the 
idea. I liked that comprehensive survey of the opportuni-
ties available in that one question." 
S. "It wouldn't help me much because it doesn't take away the 
main objections I have - I don't think of his having the 
freedom to be an executive. For the good of the Air Force, 
though, it seems to be a fine approach to t .ake. I think it 
is a good analogy, but let it stop there - don't try to give 
people the idea that it is a corporation. If I were a pub-
lic relations man, I'd use it." 
9. "No. I/ don't see it as a corporation. This wouldn't help." 
10. "None". 
11. 
12. 
"It would make me a bit more tolerant in seeing the chances 
a young man has to have an executive job, but I'd say that . 
if you got an officer with that top ability, he should be 
getting more money. I admire the Air Force, but to me money 
is most important. I'm patriotic, but these are the facts." 
"It wouldn't impress me at all. I don't want to think of the 
military in those terms. The top three- and four-star Gen-
erals don't need it; they're great, just as Generals; the 
middle ranks are the incompetent ones. Sure, a few must pass 
through the middle on the way up, but the great part of them 
are just hangers-on, getting by; calling them executives or 
referring to a corporation wouldn't -help. Most would be fired 
by a corporation." 
13. "No effect. It wouldn't take away my objections to the low 
pay scale and the mediocre caliber of the majority of the 
people in it. This just tries to cover up." 
14. 11 It would if it were true. I still must be shown that a man 
can become an executive and advance in the Air Force on his 
own merit. If it were true, it would change my attitude and 
increase the prestige." 
"No. I see the military as it is; calling it something else 
would not help." 
I 
I 
1. 
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6. 
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TABLE LVI 
ANSWERS 
TO THE QUESTION 
What effect would this Corporation-Executive approach 
have on your attitude toward the Air Force as a ca-
reer for your son? Would it help to raise the prestige 
of the career in your mind, for example? 
Women 
"If I had to justify my son's choice it would help, yes. 
It wouldn't convince me unless I could be sure it was 
true." 
"The 'executive' angle would have a good effect and raise 
the prestige. The 'corporation' part would not." 
"None whatsoever." 
"I'm not sure; I don't think there is a need for the Jr. 
Executive and Executive titles. No, it wouldn't help much." 
"It would help only in that it would aid me in understand-
ing the scope. But as I sta~~d before, I'm not against the 
Services." 
"It would help; as I said, I think the !executive' is an 
especi~lly good gimmick. I had never thought that my son 
could be a Chemical Engineer and an Air Force Officer, too, 
as I indicated. I rate the term 'executive' high; it has 
prestige." 
"It would have no influence. It sheds some light, but I 
still feel that anything in civil life is better. I don't 
like the idea of his being under military supervision." 
11 It would make me more inclined to look into it - to not 
cross it off the list too soon. This means it gives it 
more of a prestige feel." 
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"It would have no effect. It doesn't impress me." 
"It would get me to look into it more. It makes it seem 
more as a business of service and lets you see the scope. 
Yes, it would raise the prestige." 
"It widens the scope, and therefore raises the prestige." 
12. "I like the 'executive' term, but not the 'corporation' 
idea. It would raise the prestige because you get to 
think of it in broader terms. 
13. "I feel the word 'corporation' has connotations that would 
turn many against it. The whole concept would raise the 
prestige if it were true, but the word corporation bothers 
me. 
14. "It would raise the prestige. I don't know why, but it 
gives it an easier connotation to accept, when I think of 
all those jobs." 
"It would help because I would prefer my son to be in a 
corporation than in the Air Force. The Air Force as a cor-
poration is better to think about than the Air Force as'the 
military' alone." 
J 
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TABLE LVII 
REASONS 
FOR ANSWERING THAT THE AIR FORCE SHOULD STRESS 
POSITION TITLES MORE IN PRESENTING THE CAREER TO THE PUBLIC 
Men 
1. "It would help to change the image people have of the 
Air Force officer career; therefore, it should help to 
draw better people into Air Force careers. It would be 
good to get the civilians to ally the work Air Force 
officers do with civilian endeavors." · 
2. 
). 
5· 
6. 
8. 
"It would broaden the idea people have of the Air Force." 
"It would make it appear more interesting as a career to 
more people." 
"I had never thought of the Air Force in those terms; 
this made me do it." 
"It would educate the general public." 
''The public doesn't know what people really do in the Air 
Force. 
"Too many people think of the Air Force only in terms of 
shooting." 
"A large majority think of the Air For.ce officers as fly-
ing planes - exclusively. This is important, but the per-
centage which actually flies is evidently low." 
9. "It would be good sales promotion to inter~st more people." 
10. "It makes me see my mistakes. This is an important point. 
This makes me open my eyes. But I have to add that, even 
here, the Air Force should state: 'Sure, you can do all 
these things in the Air Force, but with less challenge, less 
competition, and with limited opportunity'." 
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"It tells people more about what jobs Air Force officers 
are actually doing." 
"It would help more people to understand what their sons 
might be doing, but be sure to add the disadvantages, too. 
One advantage that should be stressed is that in the Serv-
ice if an officer gets to the middle grades and can't pro-
gress, he stays around anyhow: the Service finds a slot for 
him to sit around in for the rest of his life." 
"It just tells the story better than broad phrases like 
'Make Your Life In The Air Force Blue.' People want to know 
what that life is." 
14. "It tells more; but be sure the limitations are added, too." 
_I 
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TABLE LVIII 
REASONS 
FOR ANSWERING THAT THE AIR FORCE SHOULD STRESS 
POSITION TITLES MORE IN PRESENTING THE CAREER TO THE PUBLIC 
Women 
1. "I didn't realize the full-time aspect of the career." 
2. "Because people have only vague feelings about the career 
in the Air Force. This actually would demonstrate what 
is similar to what they understand. Of course, they would 
have to be sure that it followed through when the young 
man went in. It shouldn't be just a publicity stunt." 
). "So many times we feel, unconsciously, that the 'military 
man' is not really a professional in his occupation; we 
don't realize, for example, that he really is a meteorolo-
gist, and not just a fellow who has picked up a few ideas 
about it while he is filling out his service obligation." 
4. "It helps me understand more of what the . career means." 
5. "If they really do have all those careers, that fact alone 
would give mothers more confidence in what their son would 
be doing with his life." 
6. "It would give a different slant on the Air Fo~ce .. It 
would overcome the obJection I had; that is, I always 
thought that since he was going to be a Chemical Engineer 
he would never be an Air Force officer, unless he went in 
to fly." 
7. 11 It would help the public understand what is involved in 
an Air Force. I never thought much about it at all before 
this interview." 
8. "When one reads the recruiting signs, he doesn't get this 
same feeling of the opportunities that are there. You get 
more of the idea of learning a trade from those signs. 
College men have their education, and parents - and sons -
are looking for a career that will ~ what they have put 
cut their own good money and time to get." 
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"Parents would react more favorably, because they would 
understand that their investment wasn't wasted. I'm 
thinking of a lad who has gone to college and has a good 
education. I still have the feeling that he would be 
wasting his studies, and wondering why he had made such 
a choice." 
"It shows the Air Force in a different light." 
"It is especially good for parents. Parents always want 
to visualize their son's success. This gives them a 
clearer picture of success." 
./' 
"It broadens the outlook. One of the greatest assets the 
Air Force could have would be to get the professional 
societies -- Engineers, and others -- who already know 
their fields, to talk to others and get · the Air Force mes-
sage out to young men. I'm afraid that you would find 
that the professional societies would not talk as favorably 
for a career in the military as they would for a career in 
industry." 
"I don't believe parents realize young men can carry on ca-
reers in their chosen work. They think only of drilling 
and fighting, and getting out of the military as soon as 
pos~ible in order to get on with a life's work." 
"Because even though the primary job of fighting would be 
there, this would get me to think more of the job he would 
be doing daily, instead of always being conscious of this 
as being only a dangerous occupation for a young man." 
' 
"It might attract more interest in parents who want to think 
about what their sons do. If I studied it more, I might 
even change my mind." 
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TABLE LIX 
REASONS 
FOR SELECTING MAGAZINES AND TV AS 
"BEST" AND "NEXT BEST" MEDIA, RESPECTIVELY 
Men and Women 
1. Magazines ("Best") 
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a. 11Magaiiries are selective on the basis of education 
and income. The Air Force should be striving for 
the better · educated reader." 
b. "Articles are more carefully done; they are written 
by high-type writers." 
c. "They have a longer life around the house and else-
where. There is more of a chance for people to re-
read them. Articles in magazines have more staying 
power for the .mind." 
d. "They reach a public which buys publications to read 
them. There is more of a chance to have a series of 
articles." 
e. "Magazines have more prestige; radio and TV are more 
like 'barkers' at a circus - unless the President is 
talking, or something like that." 
f. "They reach a greater reading audience, which will re-
member what is said." 
g. "The story would have more prestige if published in a . 
magazine." 
h. "You can reach a more selective audience, through trade journals, for instance." 
i. "Items have more authority if they get published by a 
well-known magazine." 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
j. 
k. 
1. 
m. 
TABLE LIX 
(continued) 
275 
"You can re-read the article if you are interested; 
more people in the family will get to see it." 
"You can t-Trite for a special audience; there can be 
follow-up articles; people have· time to study articles." 
"Magazines are more thoughtfully read." 
"Magazines are more permanent; it is better to put this 
type of thing over in an article; it will have more 
prestige." 
n. "They -are more permanent." 
o. 
p. 
q. 
"People buy them to read, so there is more chance to 
get articles over to them." 
"The idea is more apt to be understood if it is pub-
lished in an article." 
"It would not be thought of as much as propaganda if it 
were written by a magazine article writer." 
r. "People look for this sort of thing in magazines." 
s. "A recognizable name could be telling the story in an 
article." 
t. "I look for this type of story in articles, and in ads, 
too. I think of the Metropolitan Insurance Company ads 
about careers."* 
* The Metropolitan Life Insurance booklet on the military career 
emphasizes the patriotic, fighting, glory type of appeal. It 
would appear to be valuable to get public reaction to the book-
let. Certainly, if the "new approach" were adopted, even in 
modified form, this booklet would be rewritten. The investiga-
tor feels that this booklet is not representative of all the 
Services; that it is not representative of the appeals that 
should be used today; and, therefore, that .it should be reviewed 
by the Defense Department. 
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2. TV ("Next B~st") 
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a. "The idea could best be put over in programs showing 
what people in the Air Force do." 
b. "You get both parents and children; it is more dramatic." 
c. "You could use prepared films to dramatize what people 
are doing in the Air Force." 
dq "It can be dramatized; this will be more effective ~ " 
e. "There could be a whole series of dramatizations." 
f. "The papers could be used to announce that a well-known 
person - a top Air Force General - would broadcast an i m-
portant message to parents and sons; a message of national 
importance. Or, it could be a Presidential talk - just as 
was done with making the need for scientists known . The 
President would be a better person for this if he were not 
a military man himself, however." 
g. 11 There could be a series of lectures and stories over a 
longer period." · 
h. "The Air Force could give stories. We watch the West Point 
program, but that doesn't give any idea of breadth that the 
Air Force has. You still get the feeling of a 'military 
mind' · being formed in that program." 
i. "It could be put on a program like Omnibus with good effect .. 11 
* Although not a part of the interview, 8 women and 3 men men-
tioned the Saturday Evening Post as a good place for such a 
story. Other publications mentioned: Readers' Digest - 1 
woman; 3 men. Life - 3 women; 1 man. New York Times Maga-
zine - 1 woman. Trade Journals and Professional Journals -
1 man. The Boy Scout Magaz ine - 1 man. 
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FIGURE 4 
STAPEL SCALOMETERl 
No 
/-5 /-4 /-3 /-2 /-1 Opin-ion -1 -2 -3 -4 -5 
Lawyer 
Mail Carrier 
Public School 
Teacher 
Physician 
Enlisted man in the 
Armed Se~ices 
Garage Me,chanic -
Radio or TV 
Announcer 
~ 
Plumber 
Bookkeeper 
Farm Owner-Operator 
Truck Driver 
Sales Clerk in 
St.nrP. 
Minister or Priest 
Carpenter. 
Barber 
Officer in the 
Armed Services 
College Professor 
Owner of a small 
Store. 
fnst~~~~~f in a pub-i r. 1nn 
Scientist 
lcopyright, Dr. Jan Stapel, Netherlands Institute of Public Opinion. This 
Scalorneter was used by Public Opinion Surveys, Inc. (Gallup) in a nationwide sur-
vey, Attitudes of Adult CiviliMlS Toward The Military Service As a Career 
(Princeton, New Jersey, 1955), p. 1, "Findings ih Detail." 
